2007 Collective Bargaining Agreement

i A2

between:

INTERNATIONAL UNION,
UNITED AUTOMOBILE,
AEROSPACE AND
AGRICULTURAL
IMPLEMENT WORKERS
OF AMERICA, UAW

and its

LOCAL UNION 848

' Vought

.'Enteréd into October 1, 2007 Arcraft Industries, Inc.




2007 Collective Bargaining Agreement
between

INTERNATIONAL UNION,

UNITED AUTOMOBILE,
AEROSPACE AND AGRICULTURAL
IMPLEMENT WORKERS OF AMERICA, UAW
and its
LOCAL UNION 848
and

VOUGHT AIRCRAFT INDUSTRIES, Inc.

ENTERED INTO October 1, 2007



Article
|

1]

VI

CONTENTS

Title Page
A G REEMEN T i e e e e e e e e e 1
PREAMBLE . ... e ettt e e e e 1
MANAGEMENT RESPONSIBILITIES AND FUNCTIONS ... 1
RE GO GNIT N . e ettt et e e b e e eneee e e taab et e e e ntaaeeeeans 1
CarfICAtONS ..oeee e s 1
Employees Covered by the Agreement. ... 1
SUCCESSON CIAUSE L.oiicuiie ittt e oot n et e et e e e et e bare e 1
REPRESENTATION, DUTIES AND RESPONSIBILITY ... 2
Type and Number of Representatives ..o 2
Eligibility ReqQUIreMents...........cccov i eraee 2
Restrictions on Transfer oF LOan.........oio et rr e e 2
Scheduling of Overtime, Including Holidays..............cc.ooiii e 2
List of Union Representatives and Notice of Change..........c.cooiver i, 3
L (T o[- TS UUUER TR 3
Shop COMMILEEEMBN ... e et 4
Chairman of the Plant Grievance Committee............cccooceiiiiiiiini e 4
GRIEVANCE, ARBITRATION AND DISCHARGE PROCEDURES............cccoooievner e 5
UNION GHEVANCE <. oo iiiieei it ecre e et e e e e e et e eaeaae e e s e et e oo e e aaeaaa e e s aamenneraeaaaeae s 5
EMPIOYEE GrEVAMCE. ....ooiiieiciii ettt a e 5
(1R (=] o SO OO OR PP PP PP 5
Ly ota ) o B = « T O OSSP T 5
L Lo =] o OO PRSP 6
General Provisions of the Grievance Procedure ... 6
Prearbitration REVIEW STED ...oovii et e 6
ATBIIEHON. ... e 7
Written Warning NOHGE .......ooiiio oo ety 8
Disciplinary Action, Suspension or Discharge...............cccoiiii e 8
WORK HOURS, OVERTIME AND PREMIUM PAYMENTS ... 9
Workday and Workweek ..., 9
Time and One-Half ... 9
(oYU o3PS Ty V=T OSSOSO USRS 9
Special Shifts/Alternative Work Schedules ......................... e 10
WOrk 0n @ HOlDAY.........o oot 10
No Pyramiding or DUPlCating..........cc.oiciiciiiiiii et 10
Distribution of OVEIIME.........oooiee e e et ees 10

Travel Time on Company BUSINESS .........ccciiviiiiiiee e 12



Article
VI

VI

IX

X

CONTENTS (Continued)

Title Page
SENIORITY et e ettt e e e e e e e e ee e e e e ee bt e st e e e e eeaeaeeee e 13
LAY O e e e e e enes 13
Recall and Return RIGhES ...t 14
LOAN PrOVISIONS ....oiceee et r e ettt e e e s e s s st b b eeraeeeeeeens 15
Information Furnished UNIOMN................ooi ettt ere e eee e 15
(o0 g0 (LT o SOOI 15
INter-Unit TranSTers ... e e 16
Shift Preference ..o et 17
Sixty-Day ClaUSE .....oooiiii e e ar e 17
Excluded Employee Entering Unit..........ccoooiieiiiiinnii e s 17
Probation PEHOM .......oooviiieiccc et 18
LSS Of S@MIOTILY ....oo ot e et ns 18
Period of RECAll ..o e e et ra e s 18
Seniority of Union Representatives..........c.oouvuieei e 18
Same Senionity DAte .....ccoo o 18
WAGE RATES AND SHIFT DIFFERENTIALS. ..o 19
LET=T LT = Tl LTt =T L OO 19
Automatic Progression Within Labor Grade..............ccooo oo 19
Promotions / TranSTars.......coooi ettt 19
RALE RANGES .......ooii et saare s et e e e e raare s 20
Ratification BONUS........coooi it 20
Shift DIfferential.......ccccceeeeee e et r e s 20
Cost-of-Living Allowance (COLAY ..o 20
JOB CLASSIFICATIONS, FAMILIES AND LABOR GRADES......i oo 22
Changes in Job Family Appendices ...........ccovvaeiiici e 22
Work Outside Job Family ..ot 23
Involuntary Transfer to Lower Classification ... 23
Proper Classification ... 23
HOURS NOT WORKED, INCOMPLETE DAYS WORKED ..........ooooev e 24
(L= AT =Ty 1= o | TP 24
[ [o] o £ 1 SO USRS 25
Jury DUty/WINESS PaY ...ttt 26
MITIEANY PaY-.... . eoeeiiiie et e et e e et ee s s es e e e e e s s eneeeaea e 26
RESEPEIIOMAS ..ottt e e et ee e et eaeet e em e e e erene s renennees 26
PersonaliSICk Pay .....cccouueii ettt 26
VaCATIONS. ... e e 27
VOtING TIME... oottt sre e s er e nnes 29
Incomplete Day's WOTK ...........oooioee e e s 29
RAE OF PAY ... ettt s et et e e 29
FOrty-HOUr RUIE.........coooiiii e 29

"

Ty Y Yy

"1



Article
X

Xl

Xl

XV

XV

XVI

CONTENTS (continued)

Title Page
LEAVE OF ABSENCE ..o e e e ea e 30
PEISONAL ..o 30
SECHON D00 .. e e e e e arn e e e e 30
Military and Peace COrPS . oo 30
18] 31T o o E PP 30
Leaves Other Than Section 900 ...t eaen 30
Family and Medical LeaVE......... ittt e ae e e 30
HE A LTH CARE .. e e, 31
AGPBEMEBNT L. e et e e rea e e a e 31
New Provisions - Health Care Plan for Active Employees ........ccccccccevivieeciincerenn 3
BeNefits Table. . e e 31
CIGNA HMO . e e 35
Health Care Benefits for Future Retirees or Survivors
{Retirement on or after January 1, 1993).....c.cciiii e 43
Retiree Summary BCBS UAW Non-Medicare Retirees ................................. 44
Disability PIan (... e 47
New Provisions - Life Insurance Plan...................ci e 48
Subject Next to Negotiations ... 49
Disability Retirement (... e e, 49
Dental Benefit Option ... s 49
RETIREMENT PLANS ..o et e et 50
F e == 14 T= o P OO S0
New Provisions - RetirementPlan ... . 50
Transition and Bridge Survivor Benefits/Lump Sum Death Benefit ....................... 50
Subject Next 1o Negotiations. ..o s e 50
Retirement Contribution ACCOUNE ... e 51
AOTK MatCh et 51
STRIKES, SLOWDOWNS, STOPPAGES AND LOCKOUTS ..., 52
N ST . e e 52
NO LOCKOUL ..o e e e e e e ee e 52
CHECKOFF AGREEMENT ..oooii et i 53
Authorization for Union DUes ...........ccocceivieeniiveenicveeeeeen et ——————————————— 53
Application of Checkoff ... e 53
Copy of Authorization Card ... 55
OFF-SITE OPERATIONS .ottt e e st e e s eee e e arae e s 56
Definition of Off-Sile ... e e 56
Application of the Agreement. ... ... e 56
Rules of CogniZant AQENCY .......ov it eeae e ranee s 56
Lists REQUITEd ... e 56
GrievanCe Procadure ... 56
Application of Checkoff ... 57
Policies and PractiCes ... ... oo e o7
Assignment to Off-Site Locations ... 57



Article

XVl

XV

XIX

CONTENTS (continued)
Title

SUBCONTRACTING AND MAJOR MAINTENANCE OR FACILITIES

CONSTRUCTION WORK......cooiercrisreiinrrsrs s e en e e sre e enean e sneenes

Use of Maintenance EMPIOYEES ..........cccoiveeeiiiee e v v e
Aftachment to Article XV ... e

QUALIFICATIONS, ENFORCEMENT AND WAIVER ...,

Specific PErfOrManCE ...........cviiiiieeee e
LA 21N O TP TR TURP PR

GENERAL PROVISIONS ... i e s

Non-Bargaining Unit Employees WOorking .........cccccoveevi i
Environmental, Safety and Health in the Work Place ................cccoooeiiiiieee e
Union BUlletin BOards ..ot e rir e s e e ar e s
1 [o g [ETady Ty o 1= 11 TaT o
Physical Restrictions ... e e
Absence Tor Union BUSINESS ..o s e e e e e e
SeCUrity ProviSIONS ...t e
Education Reimbursement Plan ... e,
Security aNA ACCESS ....o.ceevie et rsre e rre e e s e e e are e sre e e e s erane e enn
Masculine — Femining ReferencCes. ............uveueircii et eee e ee e
Tobacco Free Facilities ... e

(1] = 1 T T TP
LETTERS OF AGREEMENT (Table of Contents) .......ccccoviceee i cvecrmeee e ene e

CALENDARS 2007 through 2010 .......coooiviiiiiiieer et eee e e
Nashville Transfers Letter of Agreement .............oooo ot e
Memo of Agreement: Voluntary Political Contributions.......................................

o

"t

T

e

SR I B B

LY



I -1I1

AGREEMENT
This Agreement is made and entered into this 1st day of October 2007, by and between VOUGHT AIRCRAFT INDUSTRIES,
INC., Dallas, Texas, hereinafter called the "Company." and the INTERNATIONAL UNION, UNITED AUTOMOBILE. AEROSPACE
AND AGRICULTURAL IMPLEMENT WORKERS OF AMERICA, UAW, and its LOCAL UNION 848, hereinafter called the "Union.”

ARTICLE |
PREAMBLE

It is the intent and purpose of the Parties hereto that this Agreement promote and improve the industrial and economic status of
the Parties, provide orderly collective bargaining relations between the Company and the Unian, and secure a prompt and fair
disposition of grievances to eliminate interruptions of work and interference with the efficient operation of the Company’s business.

ARTICLE I
MANAGEMENT RESPONSIBILITIES AND FUNCTIONS

it is recognized and agreed that, in addition to other functions and responsibilities not specifically mentioned in this paragraph,
the Company has and will retain the sole right and responsibility to direct the operations of the Company. This includes the de-
termination of the number and location of its plants, the product to be manufactured, the types of work to be performed,. the
schedules of production, the shift schedules and hours of work, and the methods, processes and means of manufacturing. Fur-
thermore, the Company has responsibility for selecting, hiring and demoting employees as well as making and applying rules and
regulations for production, discipline, efficiency and safety. It also has the right and responsibility to discharge or discipline any
employee for just cause, to lay off any employee because of lack of work or other cause, and to transfer and promote any em-
ployee. This Article applies except as herginafter provided.

ARTICLE 1Nl
RECOGNITION

Section 1. Certifications

The Company recognizes the International Union, United Automobile, Aerospace and Agricultural Implement Workers of America,
UAW, and its Local Union 848, as the sole collective bargaining agency for the employees as designated in the National Labor
Relations Board {NLRB) Certification No. 16R1744, dated July 19, 1946, the NLRB Certification of Representatives in Case No.
16RC2696 (Bargaining Unit Voting Group 1). dated April 12, 1960, those employees designated in NLRB Certification No.
16RC3476, dated August 29, 1963, and those employees designated in the mutual Agreement between the Parties, dated
December 8, 1961.

Section 2. Employees Covered by the Agreement

a. The term "employee” as used herein applies to and inciudes all production, maintenance and powerhouse employees,
experimental department employees, inspectors, timekeepers and leadmen. {Any laboratory or engnesring department
job presently in the collective bargaining unit will remain in the collective bargaining unit for the duration of this Agree-
ment.) The term "employee" excludes maintenance electrical employees, main office clerical employees, confidential
clerks assigned to general supervisors or above, employees in industrial relations. medical, industrial security and
engineering departments, and supervision as defined in Section 2 of the National Labor Relations Act. as amended.

b. Excluded employees of the Engineering Department will not be used to perform the work of employees covered by this
Agreement for the purpose of avoiding coverage under this article.

C. Itis agreed that a part of the work done by excluded engineering and laboratory employees is similar in some respects
to some of the work done by bargaining unit empioyees. it is further agreed that these excluded employees may perform
work in the development of hardware consisting of articles for engineering qualifications and tests. up to its release to
employees in the bargaining unit.

Section 3. Successor Clause

This Agreement, including any letters and memorandum (the "Agreement”), will be binding upon the Company. its successors
and assigns. In the event that the Company disposes of all or part of its operations covered by this Agreement, the Parties agree
as a condition of such disposition, the acquiring employer will recognize the Union and accept the terms and conditions of this
Agreement. This Agreement will likewise be binding upon the Union, its successors and assigns.
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ARTICLE IV
REPRESENTATION, DUTIES AND RESPONSIBILITY

Section 1. Type and Number of Representatives

For the purpose of adjusting grievances under this Agreement:

a.

A steward will be permitted within the collective bargaining unit area. The number of stewards and their assignment in
the plant will be mutually agreed upon by the Company and the Union. It is agreed that there will be one (1) steward for
every one hundred and twenty-five (125) employees within a zone. The geographical work area of the employees
represented by this steward will be known as a district. The number of districts permitted within a zone is that number
that results when the total number of employees normally assigned to a zone is equally divided by one hundred and
twenty-five (125), plus one (1) additional district for any remaining employees.

{1) Increase in the Number of Districts - The Union may notify the Company that redistricting is being requested
to add district(s) where permitted under Article IV. Section 1.a. Where possible, redistricting will be established
by mutual agreement. If both Parties fail 1o reach a mutual agreement within four (4} days following receipt of
the Union's request to redistrict, either Party may, upon written notice, divide the district(s) having the largest
number of employees into two (2} equal districts.

(2} Reduction in the Number of Districts - The Company may notify the Union that redistricting is being requested
for the purpose of eliminating a district in the zone having the least number of employees, as pemitted under
the provisions of Article IV, Section 1.a. Where possible, this redistricting will be accomplished by mutual
agreement. If the Parties fail to reach an agreement, either Party upon written notice may then eliminate the
district(s) in the zone having the least number of employees. The boundaries of the district{s} bordering the
greater amount of the district(s) to be eliminated will be extended to encompass those employees previously
located in the eliminated district(s).

There will be eight (8) shop committeemen for the purpose of handling grievances as provided hereinafter. The area of

the shop that each of the eight (8) shop committeemen represents will be known as a zone and will be mutually agreed

upon by the Company and the Union. The Plant Grievance Committee of the Union will not exceed ten {10). including
the Chairman of the Plant Grievance Committee, the Presidert of the Union and eight (8) shop committeemen. Members
of the Plant Grievance Commitiee will meet with the Grievance Review Committee as hereinafter provided.

An international representative will be permitted to attend the regular third-step meetings (see Article V) scheduled

weekly, or upon notice to the Company of not less than twenty-four (24) hours, to attend special meetings of the Piant

Grievance Committee that have been scheduled by mutual consent.

Section 2. Eligibility Requirements

a.

b.

Only an employee of the Company will act as a shop committeeman or steward or Chairman of the Plant Grievance
Committee under this Agreement.

No employee will act as a shop committeeman or steward unless, at the time of his selection, he has been employed
by the Company for a period of more than ninety (80} days and completed his probatiocnary period per Article VII,
section 10, a.

Section 3. Restrictions on Transfer or Loan

The Company will not transfer or loan a steward or a shop committeeman outside his respective district or zone, provided there
is available work within his job ctassification.

Section 4. Scheduling of Overtime, Including Holidays

a.

A steward will be offered work during pericds of overime, under one of the following provisions:

(1) Provided that not less than fifteen (15) employees work in the steward's district and that work in his
classification is scheduled within his district or
(2) Under the provisions as set forth in Article V1, Section 7.a(1). Each elected steward will be contacted and the

method of offering overtime will be established, once an election is made, such election will be in effect for one
(1)} year. A steward may change the method for being offered overtime in January of each year.
A shop commitiseman will be offered work during periods of overtime provided that not less than twenty (20) employees
work in his zone and that work in his classification is scheduled within his zone.
The overtime worked by stewards and shop committeemen will not be posted.
The Chairman of the Plant Grievance Committee will be scheduled to work during periods of overtime provided that
seven hundred (700) employees work in accordance with Article 1V, Section 8.a. or that one hundred fifty (150)
employees work and that work is scheduled in the Chairman'’s classification.
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Section 4. Scheduling of Overtime, Including Holidays (continued)

e.

Each representative must meet the requirements of Article V1. Section 7.g. when offered overtime. Dunng pericds of
overtime. stewards and shop committeemen will handle only those grievances for which the condition giving rise to
the grievance occurred during the immediate period of overtime. If the steward is not working in the district, the
supervisor upon request of the employee, will call the nearest steward working in the zone to act as the steward of the
district. If no steward is working in the zone and the committeeman is working, the supervisor will call the
commitieeman to act as the steward of the district. If no Union representatives are working in the zone, the nearest
available steward will be called.

Section 5. List of Union Representatives and Notice of Change

The Union will furish the Company with a list of its officers, Plant Grievance Committee members, and stewards and will notify
the Company in writing of any changes therein. Such list and notice of changes will be given in writing to the Director of Labor
Relations at teast one (1) working day before an officer, shop committeeman, or steward performs any act under the terms of
this Agreement. Exceptions to this period of notice may be made by mutual agreement. No officer, steward, or shop committee-
man will be recognized by the Company until written notification of his appointment has been received by the Company from the
President of the Union or his designee.

Section 6. Stewards

a.

After notifying the supervisor in charge of his unit of his purpose and destination, a steward will be given a shop grievance

pass and allowed to leave his job or unit to handle grievances, or to discuss with the shop committeeman the advisability

of appealing a grievance to the second step in the manner provided under Article V. Section 3. or to perform the following
functions:

(1) investigate and, if necessary, present to a supervisor in his district a grievance of violation of an employee’s
recall rights. or a written grievance signed by an aggrieved employee that the steward has received outside of
working hours.

{2) Meet with an aggrieved employee's supervisor who is not located in the district where the grievance originated.
When necessary arrangements have been made for such a mesting, the supervisor of the steward involved
will call the supervisor of the aggrieved employee or will give permission to the steward to conlact the aggrieved
employee's supervisor al his headquarters.

(3} Request of his {the steward's) supervisor the presence of the shop committeeman for the zone in order to
make a joint investigation before a grievance is appealed to the second step of the grievance procedure.

(4} Attend meetings scheduled with the shop committeeman of his zone. the manager ar his designee, and/or a
Labor Relations representative when a grievance has been appealed to the second step of the grievance
procedure.

When it is necessary to enter a unit or section of a unit supervised by a supervisor other than his own, the steward will
immediately report to the supervisor of that unit or section and advise him of his presence. In the event of the supervisor's
absence, a designated representative will act in his place.

A steward is to handle only grievances arising in his district. However, he will be given permission to make investigation
outside of his district when it is necessary to obtain pertinent facts in a case being investigated. This does not give
roving privileges to a steward.

In the absence of a shop committeeman, a steward from the zone may be appointed to act in his place. The
Union must notify the Company twenty-four {24) hours in advance of the appointment. The twenty-four (24) hour
requirement is waived when the absence of the shop committeeman is due to iliness.

A supervisor will make every effort to call a steward immediately. but in no event will more than two (2} working hours
elapse before a steward is called.

If a steward is not available in the district, the supervisor upon request of the employee will call upon the nearest steward
in the zone to handle the grievance.

A steward will be paid for the time necessary during his regular straight-time working hours tc investigate, present
and adjust grievances as provided in this and Article V.
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Section 7. Shop Committeemen

a. After notifying the supervisor in charge of his unit of his purpose and destination, a shop committeeman will be given a
shop grievance pass and allowed to leave his job or unit to handle grievances as called out in the grievance
procedure. The time spent during his scheduled working hours will be recorded on a job card by his supervisor and he
will be paid for this time. If the shop committeeman has Union business te transact with the Chairman of the Plant
Grievance Committee, the shop committeeman will request his superviser to call the Chairman of the Plant Grievance
Committee to his place of work.

b. After notifying his supervisor, a shop committeeman will be allowed to leave his job to attend the following meetings
when necessary. The time spertt in attendance at such meetings during his scheduled working hours will be recorded
by his supervisor, and he will receive pay for the time spent during his normal working hours.

(1) Attend regularly scheduled meetings with the Grievance Review Committee to be held not more than once
each week and not exceeding three {3) hours. No later than the fifth regularly scheduled workday before the
meeting, the Chairman of the Plant Grievance Committee must present to the Director of Labor Relations a
written agenda stating fully the specific grievances to be discussed.

(2) Attend any special meeting not exceeding three (3) hours relating to discharge or other matters that cannot
reasonably be delayed until the next regular meeting of the Plant Grievance Committee and the Grievance
Review Committee.

(3) Attend any meeting requested by a supervisor, manager or Labor Relations representative to discuss shop
problems or pending grievances.

{4) Attend special meetings between Company representatives and the Plant Grievance Committee that have
been scheduled by mutual agreement.

(5} Present grievances in the absence of a steward, as provided under Article |V, Section 4.e.

Section 8. Chairman of the Plant Grievance Committee

a. The Chairman of the Plant Grievance Committee will be allowed time, up to a maximum of forty (40) hours per week at
the maximurn rate for a labor grade 1. to perform the duties listed and in accordance with the procedure set forth below.
When seven hundred (700) employees or more are scheduled for overtime, the forty (4Q) hour maximum will be
increased to correspond with the extended workweek.

b. After notice to the Director of Labor Relations or his designated representative, the Chairman of the Plant Grievance
Committee will be given a shop pass to perform the following functions:
(1 Investigate a Union grievance as defined under Article V, Section 1.
{2) Introduce a Union grievance in accordance with Article V, Section 1.b.
{3) Transact business with a shop committeeman as outlined under Article IV, Section 7.a.
(4) Investigate a grievance, subsequent to the receipt by the shop committeeman of the Company's

second-step decision. to determine the advisability of appealing the grievance to the third step.
(5) Prepare the agenda as required under Article IV, Section 7.b(1).
(6) Attend meetings with the Grievance Review Committee.
{7) Receive on behalf of the Union the Company's answers to grievances following the third-step meeting.
(8) Participate in the investigation of a grievance subsequent to having received the Company's third-step
decision for the purpose of determining the advisability of appealing the grievance to arbitration.
(9) Receive the listings furnished the Urnion by the Company under the terms of this Agreement.
{10) Attend any special meetings not exceeding three ({3) hours relating to discharge or other matters that cannot
reasonably be delayed until the next meeting of the Grievance Review Committee and the Plant Grievance
Committee.
(11) Attend any meeting requested by a supervisor, manager or Labor Relations representative to discuss shop
problems or possible grievances.
(12) Post Union bulletin boards. Infermation posted must be first approved by the Director of Labor Relations or
his designated representative. Keys must be secured from the Labor Relations Department.
(13) Perform. with the approval of the Director of Labor Relations, other special functions not specifically
enumerated above.
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ARTICLE V
GRIEVANCE, ARBITRATION AND DISCHARGE PROCEDURES

1. Union Grievance

A Union grievance is a difference between the Company and the Unicn conceming: (1) working conditions, and {2) the
interpretation or application of any provision of this Agreement that cannot be settled at the first and second steps of the
grievance procedure set forth betow.

A Union grievance may be introduced by the Chairman of the Plant Grievance Committee to the Director of Labor
Relations and the grievance will be discussed at the next regular third-step meeting. The Company's disposition will be
given as soon as possible, but in no event later than ten (10) working days (unless extended by mutual consent)
following the meeting in which the grievance was discussed. Special meetings between representatives of the Company
and the Plant Grievance Committee will be by mutual consent.

2. Employee Grievance

An employee grievance is a difference between the Company and any employee concerning the interpretation or
application of any provision of the Agreement.

When any such grievance arises, an earnest effort must be made to settle it according to the following sequence and
procedure.

3. First Step

Any employee having such a grievance will present it orally to his supervisor either personally or through his steward,
where an earnest attempt will be made to resolve the grievance. Should the grievance not be settled orally, the Union
may, within two (2) workdays, reduce the grievance to writing on the forms provided by the Company and signed by the
employee, setting forth, on the grievance form, all of the available facts of the alleged violation. The grievance form
must indicate:

{1} A statement of the grievance and the facts upon which it is based.
{2) The section or sections of the Agreement claimed to have been violated and
(3) The remedy or correction requested. The disposition at the first and second steps of this procedure, together

with the dates thereof, must be noted thereon and signed by the respective representatives of the Company
and the Union.
The Union will have the right to investigate and present a grievance of violation of an emplayee's recall rights by following
the procedure as outlined in Article V, Section 3.a.
When the grievance is presented in writing, the answer of the supervisor will be given in writing on the form provided,
as soon as possible, but not later than two (2) regularly scheduled working days after its presentation. After a grievance
has been reduced to writing and presenied to the supervisor, no representative of the Company will
discuss that particular grievance with the grievant without the presence of a Union representative until it 1s settied in the
grievance procedure.
If an appeal for the disposition of a grievance at the first step of the grievance procedure is not taken within five {5)
working days from the date of such decision, the grievance will be considered withdrawn without prejudice to either
Party.
If the Union accepts a grievance disposition given at the first step of the grievance procedure, it will not be considered
precedent setting for or by either Party to this Agreement.

4, Second Step

If the grievance is not settled by the unit supervisor and the steward, then the shop cornmitteernan and the steward within
whose area the grievance arose will take up the grievance with the manager or his designee at a regularly scheduled
weekly meeting. Upon request of the shop committeeman and/or the manager, a Labor Relations representative will
attend such meeting. If the grievance is appealed to this step of the grievance procedure. and the shop
committeeman assigned to the area of the plant in which the grievance arose is unable to handle it because he is
absent from the plant, then upon request by the steward to the Director of Labor Relations or his
designated representative, the grievance may be investigated and presented by the acting shop committeeman for
that zone. For the purpose of adjusting grievances at this stage of the procedure, a shop committeeman or the acting
shop committeeman will represent only employees assigned to the zone in which he is employed, except as
provided in Article V, Section 3.b.

The meeting of the manager (or designated represenlative} and/or a Labor Relations representative with the shop
committeeman and the steward in his zone will be held once a week. If the grievances presented at this meeting cannot
be disposed of in the time set for the meeting, the meeting may be continued the following day. The manager or designee,
and/or a Labor Relations representative will render a decision on a grievance so presented no later than three {3)
working days after such meeting.
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Section 4. Second Step (continued)

C. if no appeal from the disposition of a grievance given at the second step of the grievance procedure is taken within
three (3) working days from the date of the decision, then the decision will be final, conclusive and binding upon all
employees, the Company and the Union. Any disposition of a grievance at the second step of the grievance
procedure accepted by the Union will also be final, conclusive and binding upon all employees, the Company and the

Union.
Section 5. Third Step
a. If the grievance is not satisfactorily settled by the manager (or designated representative} and/or a Labor Relations

representative, an appeal may be taken by the Plant Grievance Committee to the Grievance Review Commitiee. The
Grievance Review Committee will render a decision on a grievance so presented as soon as possible, but no later than
five (5) working days after the regular third-step meeting at which the grievance was discussed.

b. If no appeal from the disposition of a grievance given at the third step of the grievance procedure is taken within five (5}
working days from the date of the decision, then the decision will be final, conclusive and binding upon all employees,
the Company and the Union. Any disposition of a grievance at the third step of the grievance procedure accepted
by the Union will also be final, conclusive and binding upon all employees, the Cempany and the Union.

C. If the grievances presented at the regular third-step meetings provided for in this article cannot be disposed of within
the time allowed, the meeting may be continued at a time mutually agreed to by the Company and the Union, but no
later than five {5) working days. If the Union does not receive a disposition to a grievance within these time limits, the
grievance may be appealed to the next step.

Section 6. General Provisions of the Grievance Procedure

a. In cases of disciplinary suspensions or discharge of employees for infraction of shop rules or cther misconduct, the
Unien reserves the right to seek modification or elimination of such penalties regarding seniority and compensation, in
whole or in part, on the ground that the employee was unjustly disciplined. Such protests will be handled according to
the grievance procedure, including the right to appeal to arbitration.

b. If the Union withdraws a grievance al the first, second or third step of the grievance procedure, it will be considered as
having been withdrawn without prejudice to either Party. A grievance withdrawn subsequent to the third step must be
withdrawn by mutual agreement and will be considered as having been withdrawn without prejudice to either Party.

c. Any employee grievance not presented for disposition through the grievance procedure described herein within five
(5) working days of the occurrence of the condition giving rise to the grievance, or within five (5) working days of the
date it is reasonable to assume that the employee became aware of the condition giving rise to the grievance. will not
thereafter be considered a grievance under this Agreement. Any Union grievance not presented within five (5) working
days from the date on which it is reasonable to assume that the Chairman of the Plant Grievance Committee became
aware of the condition giving rise to the grievance will be deemed untimely.

d. No disposition or award upon any grievance under this Agreement will be made retroactive for any period prior to the
date the grievance was first filed in writing, except:
(1) There may be seven (7) working days of retroactivity on overtime grievances.
(2} There may be sixty (60) working days retroactivity on classification grievances.
(3) There may be up to thirty (30} working days retroactivity on layoff and recall grievances. However, in no event

will the Company's liability exceed thirty (30) days.

e. If the Union does not receive a disposition to a grievance within the time limits set forth herein, the grievance may be
appealed to the next step.

f. The time during which a grievance must be dispositioned or appealed may be extended by mutual agreement.

Section 7. Prearbitration Review Step

a. If a grievance within the scope of Article V., Section 8.a. is not settled satisfactorily at the third step of the grievance
procedure and the Plant Grievance Committee believes it has grounds for appeal, the Chairman of the Plant
Grievance Committee or designated representative will give the Director of Labor Relations or his designee a written
"notice of appeal” to arbitration. Such notice of appeal must be approved by the intemational representative or designated
representative.

b. Within fifteen (15) days after a grievance has been appealed to arbitration, there will be a meeting of the Director of
Labor Relations or his designated representative, the Chairman of the Plant Grievance Committee, the local Union
President, and a representative of the international Union to atlernpt to settle the grievance, it being understood that the
Parties are empowered to settte such grievance. In the event the Parties are unable to resolve a grievance, it will be
submitted to arbitration as provided under this article.

C. A representative of the international Union will, upon advance request, be permitted to enter the plant accompanied by
the Chairman of the Plant Grievance Committee and/or the local Union President to investigate a grievance prior to the
prearbitration review step. Such visitation will be permitted only under the rules governing plant visitors that have been
issued by the Company or any appropriate government agency.
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Section 8. Arbitration

a.

237

Only grievances involving alleged violations with respect to the interpretation or application of the terms of this Agreement
may be appealed to an impartial arbitrator for settlement. When such a grievance is appealed to arbitration by the Union
and is not settled under Article V., Secticn 7.b., the Company and the Union will hold a meeting to select an arbitrator.
This meeting will be held within ten {10} working days of the meeting held under Article V. Section 7.b. When an arbitrator
is agreed upon, both Parties may forward their statements of issues to him at least three (3) days prior to the date of
the hearing.

The arbilrator is prohibited from changing. adding to or subtracting from the wording or terms of this Agreement or any
supplementary written, approved agreements entered into mutually by the Parlies. Any case appealed to the arbitrator
on which he has no power to rule will be referred back to the Parties without decision.

In cases of disciplinary action, including discharge, the arbitrator has the right to rescind or modify the penalty and to
compensate the employee for lost wages in whole or in part less those eamings. including unemployment compensation.
received by the disciplined employee while off the active payroll. However, any compensation the employee was
receiving from any other employment he had at the time he had last worked for the Company. and which he would have
continued to receive had he continued to work for the Company. will not be counted as earnings.

After the arbitrator has been notified of his selection, he will establish a hearing date and start said hearing as soon as
possible.

The arbitrator will make such investigation as he deems proper and may examine the witnesses of each Party. Each
Party has the right to cross-examine witnesses. When any invesligation is conducted by the arbitrator in the plant or at
the Union hall, he will be accompanied by at least one representative of the Company and the Union.
Either Party may, at its option, employ the services of a stenographer and/or court reporter at all such hearings 1o make
a record of the proceedings.

Exhibits introduced by one Party may be examined by the other Party during the course of the hearing.

The arbitrator or the Union may call any employee as a witness at any proceeding before the arbitrator. The Company
agrees to release said witness from work if he is on duty. Whenever possible, the Union will give management twenty-
four (24) hours' advance notice of the employees it intends to use as witnesses.

Either Party may submit post-hearing briefs.

Each Party will be responsible for the expenses of any witnesses it calls.

The arbitrator will render his decision in writing no later than ten (10) days after he has completed his hearing on any
grievance unless mutually agreed otherwise, but in any event within thirty {30) days.

The decision of the arbitrator will be final and binding upon all employees, the Company and the Union.

The compensations and expenses of the arbitrator will be borne equally by the Union and the Company.
If the Company and the Union representatives are unable to agree on a person to act as the arbitrator within three (3)
working days of the time of the first meeting as provided for in Article V, Section 8.a, they will request the director of
the Federal Mediation and Conciliation Service to submit a list of five (5) persons, one of whom will be selected to act
as arbitrator. After receipl of said list, the Union and the Company will each have the right to strike two {2) names from
it in the following manner:

The representatives of the Company and of the Union will determine by lot the order of elimination and. thereafter,
each will in that order alternately eliminate one (1) name until only one (1) remains. The fifth or remaining person will
thereupon be accepted by both the Union and the Company as the arbitrator.

No grievance will be heard by an arbitrator until the Union has availed itself of the full procedure set forth in this article.
Medical arbitrators will be selected in the following manner:

In the event a dispute is not resolved per the provisions of Article XIX, section 5, the Company and the Union agree to
ask the Dallas County Medical Saociety to supply a list of five (5) doctors. The winner of the toss of a coin will have the
choice of either striking a name from the list first or striking a name second. Thereafter each will alternately strike the
remaining names until only one {1) remains. The medical doctor so chosen will hear the dispute and make whatever
physical examination he deems necessary. His decision will be final and binding upon the employees, the Union and
the Company. The medical arbitrator will have no power to add to, or subtract from, or moedify in any way any of the terms
of this Agreement. The fees and expenses of the medical arbitrator will be divided equally between the Union and the
Company.
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Section 9. Written Warning Notice

a.

A written warning notice will remain in effect until the employee has served one (1) year of active employment from its
date of issue. An employee who is issued a written warning notice will receive a copy of the notice. If it is mutually
agreed that an issued written warning notice will be cancelled sooner on the performance of certain conditions by the
employee, those conditions will be reduced to writing. Once cancelled, a warmning notice will be expunged from the
personnel file maintained by the unit(s) in which the individual is assigned. No reference will be made of such notice
in the grievance procedure except as rebuttal.

Section 10. Disciplinary Action, Suspension or Discharge

When the Company plans disciplinary action involving suspension or discharge. the following procedure will apply except in
cases involving disorderly or threatening conduct:

a.

b.

Labor Relations will review the facts of the pending disciplinary action with the affected committeeman or Chairman of
the Plant Grievance Commitiee prior 1o the disciplinary meeting.

The employee will be escorted to a Labor Relations representative, given the reasons in writing for the action and
advised of his right to representation by his committeeman.

In the event the employee declines Union representation, he will so indicate in writing. A copy will be routinely
provided to the Unicn and respective committeeman.

In those cases where the employee elects to be represented, his committeeman or, in the committeeman's absence,
the Chairman of the Plart Grievance Committee, will be notified so that he can attend the meeting. No action will be taken
without the presence of the employee's committeeman or Chairman of the Plant Grievance Committee. However, in no
event will the Company be required to delay or postpone disciplinary action more than two (2) hours following
notification to the Union.

In attendance at the disciplinary meeting will be the employee, the Union representative if requesled, the employee's
supervisor and a Labor Relations representative. The purpose of the meeting will be to exchange all pertinent
information concerming the reason for the planned action.

Grievances resulting from the above stated actions must be filed within three (3) working days from the suspension or
discharge and will be processed at the second step of the grievance procedure.

If the Company elects to terminate an employee by mail, the Chairman of the Plant Grievance Committee will be
notified and receive. on the day it is mailed, a copy of the letter.
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VI

ARTICLE VI
WORK HOURS, OVERTIME AND
PREMIUM PAYMENTS

This article and its sections provide the basis for the calculation and payment of overtime and premium pay, and will not be con-
strued by the Union or any employee as a guarantee upon the part of the Company of hours of work per day or per week, or days
of work per week. Further., nothing herein will prohibit the Company from establishing, scheduling, and paying for
special shifts as it has in the past and as provided elsewhere in this Agreement.

Section 1. Workday and Workweek

a.

b.

The Company's regular or normal workday for the employees in the collective bargaming unit will be eight {(8) hours,
excluding lunch periods, and except as provided herein.

The Company's regular or normal workweek for the employees in the collective bargaining unit will be forty (40) hours.
The workweek will begin with the hour that the respective shifts start on Monday, except as herein provided. and  will
end one hundred sixty-eight (168) consecutive hours |ater.

The Company may change the regular or normal workday or workweek one (1) hour earlier or one {1) hour later. How-
ever, if the Company finds it necessary to change the regular or normal workday or workweek in excess of either one
(1) hour earlier or one (1) hour later, excepting special shifts. the Company will discuss the reasons for doing so with
the Union and attempt to reach an agreement with the Union on the matter.

If an employee is assigned by the Company to work a workday or workweek hours that do not coincide with the
Company's regular or normal workday or workweek hours or with the hours of a special shift {as defined in
Article V1. Section 4). he will be considered a night shift employee when fifty percent (50%) or more of the straight-time
hours of his assigned work shift fall within the hours of the regular or normal second or third shift,

The Company's current payroll week for accounting and hourly payroll check distribution purposes is Monday through

Sunday. Nothing herein will prohibit the Company from continuing this payroll week arrangement or changing to any

other payroll week arrangement that serves its accounting and hourly payroll check distribution purposes.

The Company agrees to notify the Union if and when a major change in the regularly scheduled plant workweek or
plant shift hours is contemplated.

Section 2. Time and One-Half

=

Time-and-one-half will be paid for:

All time worked in excess of eight (8) hours in a twenty-four (24) hour period which begins with the start of the
employee's regular or normal scheduled shift. This provision will not apply when the employee is transferred during the
twenty-four (24) hour period from one shift to another as the result of a layoff or when the employee exercises
shift preference: however. it will apply in such a case if the employee receives less than twenty-four (24} hours' notice
that he is to be transferred permanently to another shift.

All time worked in excess of forty {40} hours in one (1) workweek for which overtime has not already been earned.
All work performed by employees, except those assigned to seven (7) day operations such as powerhouse operations,
during the period for which they have been scheduled and which begins on a calendar Saturday provided such
employee has been paid for forty (40) hours that comprised the employee's regular straight time hours of work
previous to that Saturday. The employee's straight time rate will apply until the requirement for forty (40} hours of
straight lime worked is satisfied. Unpaid time not worked because of a temporary layoff will be considered as time
worked.

All work performed outside of regularly scheduled shift hours, except the case of employees on special shifts.
All work performed by employees assigned to seven (7) day operations during the period for which they have been
scheduled and which begins on the sixth consecutive calendar day of their regularly scheduled workweek provided such
employee has been paid for forty (40) hours that comprised the employee’s regular straight-time hours of work previous
to the sixth consecutive calendar day of their regular scheduled workweek. The employee's straight time rate will apply
until the requirement for forty (40} hours of straight time worked is satisfied. Unpaid time not worked because of a
temporary layoff will be considered as time worked.

All work performed by employees assigned lo seven (7) day operations on a calendar Sunday where Sunday is
considered a regular workday.

Section 3. Double Time

Double time will be paid for:

All work performed by employees, except those assigned to seven (7} day operations, during a pericd for which
they have been scheduled and which begins on a calendar Sunday pravided such employee has been paid for forty (40)
hours that comprised the employee’s regutar straight-time hours of work previous to that Sunday. The employee's
straight time rate will apply until the forty (40) hours of time worked is completed. Upon completion of the forty (40} hour
straight time requirement, the employees double time rate will apply. Unpaid time not worked because of a temporary
layoff will be considered as time worked. 9
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Section 3. Double Time (continued)

b. In the case of employees assigned to seven (7} day operations, all work performed during the period for which they have
been scheduled and which begins on the seventh consecutive calendar day of their regularly scheduled workweek
provided such employee has been paid for forly (40) hours that comprised the employee’s regular straight-time hours
of work previous to the seventh consecutive calendar day of their regularly scheduled workweek. The employee's straight
time rate will apply until the forty (40) hours of time worked is completed. Upon completion of the forty {(40) hour straight
time requirement, the employees double time rate will apply. Unpaid time not worked because of a temporary tayoff will
be considered as time worked.

Section 4. Special Shifts/Alternative Work Schedules

A special shift, as mentioned in Article V1, Sections 1.d. and 2.d. is defined as a shift assigned outside of the regularly scheduled
shift for four (4) weeks or more. The Company may establish alternative work schedules of 4 ten-hour shifts and 3 twelve hour
shifts. Such shifts will not exceed 25% of the total UAW represented employee population and will be administered per the pro-
visions of Letter of Agreement #14.

Section 5. Work on a Holiday

All work performed by employees during the period for which they have been scheduled and which begins on the calendar day
being observed by the Company as a holiday will be compensated at three (3) times the regular straight-time hourly base rate
including shift differential, but excluding all premiums and bonuses. This includes all hours worked by employees subsequent to
the starting time of their regularly scheduled shift on a holiday where such hours are a continuaticn of a period for which they have
been scheduled and which begins on the preceding day.

Section 6. No Pyramiding or Duplicating

When two or more types of overtime or premiurm compensation are applicable to the same hours of work, only the higher rate of
compensation witl be paid. In no case will overtime or premium compensation be duplicated or pyramided.

Section 7. Distribution of Overtime

a.

(1) The Company, consistent with its several normal and standard overtime practices relating to areas within the
collective bargaining unit, will make an equal distribution of covertime among the available qualified
employees in any unit who are regularly employed on such work. Such distribution will be made on the respective
shifts on which the overtime work occurs. An employee will be offered, on a voluntary basis, overtime as
necessary to maintain production schedules. If the required personnel are not available following the initial
request for volunteers. the employee(s) with the least amount of recorded overtime will be required to work
the overtime in question.

(2) In units within a designated overtime area, when the number of employees needed to perform the overtime
work within a unit is not available following the initial request for volunteers, the Company will compiete the
overtime requirement by offering the overtime to the low, available, qualified employee(s) within the
designated overtime area. If the required personnel are not available following the request for volunteers, the
employee(s) within the unit with the least amount of recorded overtime will be required to work the overtime
in question.

{3) Whenever it is necessary for empioyees to work weekend overtime, the Company will endeavor to offer the
overtime per Article VI, section 7, a. {1} or (2) by the close of their regular shift hours on Thursday befcre the
upcoming weekend. An employee absent on Thursday will be considered unavailable and charged for
the weekend overtime. However, an employee required to work weekend overtime due to alack of a sufficient
number of employees being available upon request. may exercise an option of working or being replaced by
a low overtime employee who was absent on Thursday.

{4) Should it be determined through the grievance procedure that an employee is unequal in overtime as
required in Article VI, Section 7.a(1). such employee will be offered the next overtime assignment to which he
is entilled under this section (new job, not continuing assignment) until the employee has worked
overtime hours equal to the hours that he was out of line at the time the grievance was filed. If, from the date
of the grievance. there has been overtime worked to which the grievant should have been offered and he
was not asked to work, starting with the sixth workday following the date of the grievance, a displacement will
have occurred and the employee will be paid for the hours that he should have been offered for the
purpose of equalization.
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Section 7. Distribution of Overtime {continued)

(5) A copy of the distribution of overtime work will be posted by each supervisor convenient to where the
' employees work (not in the supervisor's desk) on the workday after the overtime has been worked.
At the start of a new calendar year, the employee or employees who have the lowest amount of overtime will be charged
with zero (0} hours on the overtime distribution sheel. Other employees will then be charged with the difference between
their hours and the lowest amount of overtime.
When an employee enters a new unit or changes classification within a unit, he will be charged with the average overtime
of the unit employees in the same c¢lassification.
An employee scheduled for vacation will not be required to work overtime on Saturday or Sunday immediately prior to
the vacation. An employee low on overtime will be offered the opportunity to work overtime preceding his vacation.
However. should the employee decline to work the overtime hours, the employee will not be charged with the overtime
hours, nor will the overtime hours be recorded as an absence. This will also apply in the case of a holiday(s) prior to the
scheduled vacation. It is further agreed that this will be applicable to a one (1), two (2), three (3}, and four {4} day
vacation, provided such vacation begins on a Monday and is scheduled two {2) weeks in advance.
Overtime will be recorded as overtime worked, even though not worked, under the f{ollowing conditions:

(1) Employee is ill or in Section 900 and would have been offered overtime.

{2) Employee is on vacation and all employees in his classification within the unit would have been offered
overtime and the employee would have been offered overtime had he not been on vacation.

(3} Employee is due to work avertime but is absent and not available to accept overtime.

(4) Employee does not work overtime and has been required to work overtime.

(5) Employee agrees to work overtime and fails to report. Any employee who accepts overtime and fails to
report for such overtime will be charged double the number of hours he would have been charged.

{6) Employee is offered overtime and refuses.

(7 Employee is on bereavement and all employees in his classification within the unit would have been offered
overtime and the employee would have been offered overtime had he not been on bereavement.

8) Employee is on jury duty and all employees in his classification within the unit would have been offered overtime
and the employee would have been offered overtime had he not been on jury duty.

(9} Employee has been subpoenaed adversely to testify in a case other than one involving himself, the

Company or the Unicn, and all employees in his classification within the unit would have been
scheduled to work overtime and the employee would have been scheduled to work overtime had he not
been subpoenaed.

(10} Employee is compensated in first or second step of grievance procedure for a violation of Article VI,
Section 7, a.(2).

The following rules will apply to overtime distribution:

(1 A probationary employee will not be offered overtime unless everyone in the same classification within the unit
is offered overtime first.
12} An employee on loan into a unit that is in the job family of the work being performed, will not work

overtime in that unit unless all the employees within the job family, within the facility and the
designated overtime area. have been asked to work overtime.

(3) An employee, on loan into a unit, that is nat in the job family of the work being performed. will not work overtime
in that unit unless ali the employees within the job family, within the facility, have been asked to work overtime.

(4) Any overtime worked by an employee on loan is to be recorded on overtime records in his home umit,

(5) When an employee on loan returns to his home unit and is ahead on overtime because of overtime worked

while on loan, he will not work overtime in his home unit until overime has been distributed in accordance with
Article VI, Section 7.a(1).

(6) Prior to overtime being cffered to employees outside the required job family on that shift, employees on the
foliow on shift will be offered the opportunity to work the overtime in question.
N If employees are equal in overtime hours, the most senior employee will be offered the overtime.

An employee will not be offered overtime if he cannot perform the overtime work without a break-in or
familiarization period. Employees replacing other employees for overtime work must be able to perform such work
immediately.

No employee will be disciplined for failure to work overtime, including holidays, when other employees in his
classification and unit. within the same facility, who normally perform such work have not been required to work the
overtime and are willing to work the overtime in his stead.

No employee will be transferred for the purpose of equalizing overtime.

Overtime records will show the overtime hours worked converted to the number of straight-time hours for the
current month and year to date.

An employee working in excess of three {3) hours into another shift on Saturdays, Sundays. and holidays will,
beginning after three {3) hours, constitute a displacement provided there is a follow-on shift and there are
employees on the succeeding shift in the dassification of the work performed who normally perform the work in question,
If such displacement occurs, the displaced employee will be paid for the total time worked into the
follow-on shift.

"
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Section 7. Distribution of Overtime (continued)

Requests for weekend overtime, overtime worked on Salurday and Sunday, and sixth and seventh days in the case of
employees assigned to seven (7) day operations, will be on a voluntary basis provided the required personnel necessary
to maintain production schedules can be secured. If the required number of employees do not volunteer for the overtime
in question, the necessary employees will be required to work, but in no event will employees be required to work more
than three (3) weekend assignments in a month.

During periods of overtime, the Company is not required to accommodate employees returning to work with
medical restrictions if they cannot effectively perform the overtime work in question. Employees in this category
will be considered unavailable and charged the applicable hours.

Section 8. Travel Time on Company Business

The following rules shall govern pay for travel time while on Company business.

a.

b.

C.

12

An employee traveling on company business on a regular business {non premium) day will receive a minimum of 8
hours straight time pay.

In the event that trave! time or a combination of travel time plus time worked exceeds 8 hours, the employee will receive
premium pay at the rate of time and one-half for time greater than 8 hours,

An employee traveling on a premium day will be paid for travel lime in accordance with Article Vi, Sections 2 or 3 as
applicable, but in no case will the employee be paid for less than 4 hours on a premium day.

For the purposes of this article, travel time will begin 3 hours prior to scheduled departure and conclude 30
minutes after landing to secure luggage and transportation.
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Section 1. Layoff

a.

b.

VII

ARTICLE Vi
SENIORITY

in case of an indefinite layoff for lack of work, an employee will be laid off and recalled by non-interchangeable job

families in accordance with his senicrity as provided herein.

The non-interchangeable job families as listed in the Job Family Appendices have been mutually agreed upon and

incorporated and made a part of this Agreement as attached. New or revised classifications and/or job

families will be effected in accordance with Article IX.

in case of an indefinile layoff. a senior employee in a classification in which there is a lack of work wil be permitted, in

order of his seniority, to bump an employee within his cwn job family who has less seniority in the same or lower labor

grade, or to bump a less senior employee in another job family as follows:

(M If qualified under Article VI, Section t.c(1¥a}, an employee may bump tc a higher labor grade
(classification) than he can get by exercising his bump rights in his own job family; if faced with an
out-of-plant  layoff, he wmay bump into any classification of equal or lower grade.

(a)

(b)

(c}

(d)

(e)
(f)

(g)

(h)

i an employee has been in a classification listed in the Job Family Appendices and was so
classified for a period not less than sixly (60) consecutive calendar days subsequent to his
seniority date, he may bump to the highest classification held. If an employee's work record
reflects that he held a classification subsequent to his seniority date that is not listed in the Job Family
Appendices, it will be considered as the classification listed in the Job Family Appendices to which
employees performing the same work were transferred.

An employee electing to bump across job families into another classification will personally
examinge the job and be given an explanation by the supervisor of the work to be performed. If the
employee so desires, the shop committeeman in the zone where the work is to be performed will be
present at the interview. An employee may elect to bump into a classification that is less than the
highest to which he is entitled to bump under Article VI, Section 1.¢{1), if it meets the requirements
of this paragraph. The employee will be advised that he must be able to perform the job within a
reasonable period of time without impacting production. Failure to do so will result in a thirty {(30) day
suspension and forfeiture of all rights to the job family to which he exercised his rights. Following the
thirty (30) day disciplinary suspension, the employee will be permitted to exercise his rights to the
classification to which his seniority entitles him in his original job family. An employee given recall
under the provisions of Article VII, Section 1.c {1)(d) will be subject to the conditions of this paragraph
immediately upon recall.

An employee may not bump info a classification that he left either voluntarily because of his
inability to perform the work or involuntarily where such inability was otherwise established or
acknowledged.

If an employee qualifies to bump under the provisions of this section but does not have encugh
seniority to do so, he will be given recall rights to the job family from which he was laid off as well
as to the job families into which he could have bumped had he held sufficient senicrity. Such
recall rights will be based upon the classifications he would have received under the provisions of
this section.

The Company will have up to five (5) working days following the effective date of the layoff in which
to implement the bumping between job families.

Any inequities brought about as a result of such bumping will be corrected within forty-eight (48} hours,
excluding Saturdays, Sundays, or holidays, after they are brought to the Company's attention. Any
liability on the part of the Company will commence at the end of the forty-eight (48) hour period.
An employee who is placed in an out-of-plant |layoff status as a result of being bumped by an
empioyee under Article VIi, Section 1.c{1)(a), will be laid off immediately and the Company will not be
required, as set forth under Article VI, Section 1.d, to give notice 1o the Union prior to such layoff.
No more than fifteen percent {15%) of any one job famity may be affected by the bumping
provided in Article VII, Section 1.c(1)(a) in any one (1) month.

{2} A senior employee bumping under the provisions here defined may be required {o repiace the employee
he bumps on the shift on which the replaced employee was working.

(3) A senior emplayee will automatically be given the bump in his own job family. Those who do not have rights
under Article VI, Section 1.¢{1) will be laid off. A senior employee who is absent due to a bona fide illness, in
Section 800, on vacation. on an approved leave of absence, orother bona fide reasons while the layoff is being
processed, and who. if present would have an option to bump an employee under Article VII, Section 1.c{1),
will be furnished by certified mail with a list of the tities of those classifications for which he qualifies. Upon
receipt by the Company of the classification designated by the employge {not later than ten (10) days following
receipt by the employee of the aforementioned list), the Company will process the paperwork necessary to
effect the change or to extend layoff rights as provided under Article VI, Section 1.c(1}d).

13
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Section 1. Layoff (continued)

d.

When there are layoffs for an indefinite period or for more than fifteen (15} workdays, notice in writing indicating the
classification and number of employees to be surplused in each classification will be given to the Chairman of the Plant
Grievance Committee five (5) work days, if possible, and in no event later than three (3) days before such layoff. As
soon as possible, but in no event later than the effective date of the layoff, a list will be made available indicating the
names of the employees to be laid off and their positions on the seniority list. After the completion of the layoff, a list
will be given to the Chairman of the Plant Grievance Committee indicating the status of the empioyees affected by the
layoff. When there are layoffs caused by sudden cancellation of major contracts, major subcontracts or acts of God that
cause interruptions of production or plant shutdowns, the Company may use the procedure provided by Article VII,
Section 1.e. Within the ten (10) day period provided by Article Vi, Section 4.e, the Company will process the indefinite
layoff, providing such layoff is necessary, and give the requisite indefinite-layoff notice to the Chairman of the Piant
Grievance Committee. An employee who is at work and is processed through the termination procedure for indefinite
layoff will be paid through the end of the normal shift unless the employee requests and is granted permission to
process earlier. An employee who is on short-term military leave, on vacation, temporary layoff or on bereavement, who
comes into the plant and processes through the termination procedure for indefinite layoff will receive four (4) hours'
straight-time pay. When employees are recalled to work, a similar list will be available to the Chairman of the Plant
Grievance Committee simultaneously with the notice to return to work.

Temporary layoffs due to breakdowns, shortages of materials. manufacturing irregularities or causes of a like
nature not to exceed fifteen (15) workdays within a rolling twelve (12) month period may be made by the
Company irrespective of any provisions of this Agreement. Temporary layoffs will be processed through Wage
Administration by seniority and classification of those employees within the respective unit and shift affected,
provided those retained can perform the work withoul a break-in or familiarization period. However, a more senior
employee within the respective unit and shift affected may volunteer prior to processing less senior employees for layoff.
This restriction on fifteen (15) days will not apply in case of any stoppage of work, stike or slowdown, or any other
case or condition beyond the control of the Company. The Chairman of the Plant Grievance Committee will be
provided a copy of the layoff notice in advance of the temporary layoff. Temporary layoffs will be recorded on the
employee's unit attendance card as a temporary layoff.

The Company and the Union agree that the employment of certain employees as defined herein will not be
governed by seniority rules. Employees retained out of line of seniority will be those needed in starting the
development of tooling or manufacturing work on a new project, or whose services are required when the workforce is
reduced. Such employees will be retained up to one hundred twenty (120} calendar days only because no other
employee possesses the required skill, license, or experience to perform the necessary work. A list of such persons will
be made, and a copy will be furnished to the Chairman of the Plant Grievance Committee. Any employee who is
removed from the list will be subject to the rules governing seniority. Any complaint by the Union regarding an
employee on this list will be handled in accordance with the grievance procedure.

Section 2. Recall and Return Rights

a.

14

Whenever there is an increase in the work force after an indefinite layoff, and before a new employee is hired in a given
job family, an employee who has recall rights to that classification within the job family will first be offered employment
in that classification in accordance with his seniority at the current rate of pay for the job to which he is recalled. An
employee will not be hired in labor grade 5 and below in a given job family without first considering those employees
who are still on layoff in labor grade 6 and below in that job family. If employees in labor grade 6 and below are qualified
to perform the work in question, they will be offered employment before a new employee is hired.
An employee who subsequent to October 15, 1962, was, or who following the effective date of the Agreement, is
transferred or recalled to a lower-rated job other than that to which he is entitled under the provisions of this section
and Section 1 of this article, will be offered a transfer or recall in line of seniority to the specific higher-rated job that he
was working at the time of his transfer or layoff. This provision does not apply to an employee who was fransferred from
a job for reason of "inability to perform the job that he was assigned."

If an employee refuses to accept such offer of transfer, he will forfeit any further claim to any job equal or lower in the
job family from which he was transferred or laid off. except in the event of an out-of-plant layoff, at which time the
employee will be eligible to exercise bump rights as provided for in Articte VI, Section 1.c.(1).
An employee will be reassigned under this section no later than the date his replacement reports for work.
No employee wilt be eligible by reason of his seniority to be recalled or transferred to a higher-rated job, except as
provided under Article VII. Section 1.c{1)(a), or as provided under Article VII, Section 2.a.
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VII

Section 3. Loan Provisions

To avoid the undesirable features of short-lime layoffs and short-time recalls, and in the interest of production efficiency that
affects both employees and the Company, an employee may, upon written notification, including justification to the shop commit-
teeman(s) with a copy to the Chairman of the Plant Grievance Committee, be loaned up to ten (10} working days into another
job family from which there are employees on layoff. Written notification includes electronic messages sent to a designated Local
848 e-mail address. Loans in excess of ten working days are subject to mutual agreement in writing with the appropriate shop
committeeman(s). Supervision will provide notification to the union that includes employee(s) name, employee number. unit
(to/from), job family (toffrom). job classification (to/from) and date(s) of loan. Failure to notify the Union of such |loan will be cause
for compensation to the affected employee on layoff. Further, should the Company fail to secure mutual agreement beyond the
said ten (10} days and continue working the loaned employee out of his job family, there will also be cause for compensation to
the affected employee on layoff. The Company's liability will not exceed thirty (30} days. It is not the intent of the Parties that this
provision will constitute a continuous or repetitive loan situation into the same job family or classification.

Section 4. Information Furnished Union

a. The Company will furnish the Chairman of the Plant Grievance Committee the following:
{1) A listing reflecting the seniority, pay rates and last date of hire of employees covered by this Agreement
(2) A unit personnel list.
b. Each month, the Company will furnish the Chairman of the Plant Grievance Committee the following:
{1 A listing of promotions and demotions, other than those that are a result of the layoff—recall procedure.
among the employees covered by this Agreement; and
{2) A listing of those employees placed in or removed from Section 900.
C. At intervals of approximately three (3) months, the Company will furnish the Chairman of the Plant Grievance
Committee with the following current information pertaining to the average employee covered by this Agreement:
(1) Average straight-time hourly earnings
{2) Average hourly earnings
{3) Average straight-time weekly earnings
(4) Average weekly earnings
(9) Average weekly hours worked.
d. A copy of the recall letter, for those employees on layoff and being offered recall, will be given to the Chairman of the
Plant Grievance Committee or his designee as soon as possibie after the letler is mailed.
e. A copy of the employee’s acceptance or refusal of the recall offer. for those employees who are working in the plant, will

be given lo the Chairman of the Plant Grievance Committee or his designee as scon as possible after the offer is made.

Section 5. Promotions

a. Whenever promotions are made to higher-rated jobs other than supervisory jobs, the job code. job title and the labor
grade to which the promotion is to be made will be posted plant wide.
b. Whenever the Company determines it is necessary to promote or increase the workforce or replace employees who have
quit or otherwise left their employment, the following system will be employed:
(1) The supervisor having the vacancy will initiate a hire request. a Request for Personnel form. and obtain all
necessary approval signatures.
(2} The completed and properly approved Request for Personnei form will be forwarded to the designated unit of
the Company's Human Resources department for processing.
(3) Human Resources will 1og or otherwise document receipt of the completed and approved Request for
Personnel form,
(4) Human Rescurces will complete a Promotion Notice form for posting in the designated areai(s). The

Promotion Notice will be posted in designaled central areas by the agreed to Committeeman or their
designee at each facility.

(9 The Request for Promotion form will be available at all designated Promotion Notice areas. The Request for
Promotion form will be in triplicate.
(6) An eligible employee, within the posted job family, may bid within the allotted three (3) working days for a

posted vacancy by completion of the triplicate Request for Promotion form. The Request for Promotion form
is to be completed in detail, with any appropriate attachment. such as personal resume. and submitted to the
bidder's immediate supervisor for acknowledgment signature. The employee will then give one copy to the
immediate supervisor, retain one copy, and forward the original via internal plant mail to the designated Human
Resources unit.

(7) Upon receipt of an employee's Request for Promotion form, the designated Human Resources unit will note
date and time of receipt and wili return, via U.S. maii to employee's address of record, to the bidding employee
a signed acknowledgment that the completed Request for Promotion form has been received in the designated
Human Resources unit.

8) Timely submitted and received bids submitted by eligible bidders within the posted job family will be
considered and evaluated by the Company in the filling of a job vacancy.
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Section 5. Promotions {continued)

(a) Human Resources will review the completed Request for Promotion form, individual
personnel files and other data which identifies an employee's work experience, history,
education, training. etc. for the purpose of verifying and listing the qualifications of the
individual bidders.

(b) Human Resources will then complete an independent review and evaluation of those bidding.
1) If it is determined there are no bidders who possess qualifications to fill the

vacancy. Human Resources will inform the requesting supervisor, the
appropriate committeeman(s). and will. via U.S. mail to employee’'s address
of record, individually notify each unsuccessful bidder of the general reason(s}
the bidder will not be promoted.

2) Simultaneously, the Company's Employment unit will be notified to fill the Request
for Personnel.
3 Upon identification of one or more bidders who appear to possess basic

qualifications for filling the vacancy, Human Resources will make a
recommendation and transmit the applications for selection. Once the
candidate(s) is selected, the employee will be notified. The Company will
make every attempt lo initiate promotion(s) within forty-five (45) days of the
posting.

(9) In cases of cancellation{s) of the Request for Promotion, the bidder(s) and the respective
committeeman will be notified of the reason for cancellation and the cancellation willbe posted
in the designated area(s) per Article Vi, Section 5.b.(4).

(1) Whenever a less senior employee(s) is promoted to fill a job vacancy instead of a more
senior bidder. Human Resources will discuss the promotion with the respective
committeeman and/or steward if requested by the committeeman.

{(11) Whenever it is practical and feasible to do so and will not delay production or otherwise
adversely impact Company business, the Company's Employment function will not be notified
of new or replacement manpower requirements until such time as the Company has considered the
eligible internal candidates who request consideration for promotion.

c. When eligible employees within the job family do not submit a request within the three (3) working days' limitation.
because they are on vacation, jury duty, military duty (not exceeding two (2) weeks). temporary layoff or bereavement,
or are absent not more than five (5) days due lo a bona fide illness, they may protest such promotions under the
procedure set forth under Article V.

d. In promotion to labor grades 4 and higher, seniority will govern where skill, qualifications and ability are equal; in
promotions to {abor grades 5 and lower, the most senior qualified employee will be promoted.
e. While it is the intent of the Company to promote from within, nothing herein will be construed to prevent the Company

from filling available openings through hiring after following the procedure set forth in Article V|, Section 5.b. An employee
in the affected promotional area who feels he should have been promoted to an opening filled through hiring or transfer
across job families may follow the procedure as set forth under Article V.

f. Promations may be processed in Job Families 5040, 5060, 5080, 7000, 7070, 7140, 7280, 7380, 7441, 7442, 7491, 7501
and 7700 without regards to employees having recall rights in the referenced job families.
g. For leads created on or after October 1, 2007, the following procedure will be applied:
(1) The creation and selection of all lead persons will be subject to the approval of Management and
Human Resources.
(2) No employee may be promoted to a lead position unless he has met a minimum qualification of ten
(10) years seniority in the job family where the promotion is being made.
(3) Should Management determine that an individual is not performing satisfactorily in a lead capacity, he

may be removed from his lead position and returned to his previously held labor grade and rate of pay

he would have received had he not been promoted. Human Resources will review the reasons with the

Union prior to taking such acticn.

(a) Management may not remove a lead until he has served at least six (6) months in the lead
capacity, unless the removal was Management directed due to a rate reduction or loss of a
program. Such a reduction shall take place in inverse seniority order.

(b) Once an employee has been removed from a lead position, either voluntarily or through a
Management determination that he was not performing satisfactorily as a lead, he will not be
eligible for another lead position for one {1} year from the date of reclassification.

(4) Should an employee |lose his lead classification due to a rate reduction or the toss of a program, he will
be returned to his previously held labor grade and rate of pay he would have received if not promoted.

In addition, the employee will be placed in a preferred candidate pool whereby he will be returned to

a lead position in seniority order when an additional position becomes available.

Section 6. Inter-Unit Transfers

When the Company transfers individual employees or groups of employees from one unit to another, consideration will be given
to seniority. Should an employee believe proper consideration has not been given, the supervisor will meet with the committeeman
and the employee to explain the reason(s) for the transfer. Nothing herein, however, will prevent the Company from transferring
employees to another unit for production reasons when such transfers do not entail a change of classification, job family or rate of pay.
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VIl

Section 7. Shift Preference

a. When an employee has been continuously and actively on a shift for three (3) months, he may request a transfer to
another shift to a job within his director's area. except as noted per Letter of Agreement #24. if such job is held by a less
senior employee in the same classification for at least three {3) months, the transfer will be made no later than
the second Monday following the request date.

b. Upon the completion of a shift preference request form (#2-93145), the supervisor will provide a copy to the employee
and to the applicable union representative.
C. Any employee who is recalled with Article VI, Section 1.c.(1)}{a) rights, rmay bump, or be bumped to another shift provided

he has spent a total of thirty (30) days in the same or higher classification from recall start to work date. Such transfer
will be made no later than the second Monday foliowing the request date.

d. Any Employee with active recall rights that is re-hired into a job classification cutside the provisions of Article VI,
Section 1.c.(1)(a) rights, may bump, or be bumped to another shift provided he has spent a total of three months in the
same or higher classification from re-hire start to work date. Such transfer will be made no Iater than the second Monday
following the request date.

€. An employee who accepts a promotion on a shift other than his present one may request a transfer to another shift in
one (1} month rather than three (3) months. Such transfer will be made no later than the second Monday following the
request date.

f. Employees who voluntarily accept a shift transfer will sign a voluntary shift preference form provided by the Labor
Relations Department reflecting that such transfer was voluntary.

g. It is not mandatory for the Company to transfer more than twenty {(20%) percent of the personnel in each unit in any
calendar month.

h. The Company can transfer an employee to another shift for explained production reasons for up to sixty {60) calendar

days per transfer. At the end of the sixty (60) day pericd, the employee will, upon request, be returned to his former
shift no later than the Monday following, provided there is an employee with less seniority on that shift. No employee
shall be subject to transfers under this section for a total of more than ninety (90) calendar days in any {12) month
period.

i An employee may exercise his shift preference immediately if he was transferred to ancther shift involuntarily and if there
is a less senior employee in his classification who has been in the same classification for at least three (3) months -
this not withstanding Article VII, Section 7.h.

Section 8. Sixty-Day Clause

An employee transferred from one job family to another will, for the purpose of layoffs, retain seniority in the job family from which
he was transferred for a period of sixty (60} days. Effective June 19, 1988, employees transferred into a classification after sixty
{60} days will have seniority in that classification and job family retroactive to their date of transfer, and such date will be their
seniority date in that job family. Inequities up to five (5) days affecting an employee's layoff status will be discussed with the
Chairman of the Plant Grievance Committee to determine the employee’s correct job family. This section will not apply when:

a. An employee is transferred in accordance with Article VII, Section 9.b. and d.
b. An employee is fransferred or recalled to a job family in accordance with Article VII, Section 1.¢{1}.
c. An employee is in a classification in Job Families 5040, 5060, 5080, 7000, 7070, 7140, 7280, 7380, 7441, 7442, 7491,

7501 and 7700 unless not previously classified in these referenced job families.

Section 9. Excluded Employee Entering Unit

a. All employees transferring from the bargaining unit to salary prior to QOctober 1. 2000 will continue to accrue seniority.
All employees transferring from the bargaining unit to salary after October 1, 2000 wil continue to accrue seniority from
his date of transfer for up to the recall period of time provided in Article VII. section 11, d.

b. If an employes ransfers from the bargaining unit to a non-supervisory salary position, and a layoff occurs in the job family
and job classification he held at the time of his transfer, then his seniority will be affected in the same manner as if he
were still in the bargaining unit.

C. A supervisory employee's seniorily is not affected by a layoff as long as he supervises bargaining unit employees:
however, if a supervisor is affected by Article VII, Section 9.b, to the extent that he is no longer accruing seniority, he
must have supervised bangaining unit employees twelve (12) months immediately prior to returning to the bargaining unit
with seniority.

d. A salaried employee may return to the bargaining unit at the highest classification held within the job family that seniority
entitled him in accordance with the layoff procedure and the sixty (60) day rule does not apply. If the job classification
he was previously in has been changed or incorporated into a new job family, the employee's former job family will be
considered the job family that now encompasses the work he formerly performed. The employee returning to the
bargaining unit will be returned at the rale of pay he would have received had he remained in the bargaining unit.

€. If a salaried employee does not hold seniority in his former job family and is transferred into the bargaining unit. the
sixty {60) day rule does apply.
f. If a salaried employee who was not formerly in the bargaining unit is transferred into it, seniority will commence on the

date of entry into the bargaining unit.
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Section 10. Probation Period

a. An employee will be considered a probationary employee from hire date through a pericd of ninety (80) calendar days
following the employee’s transfer into a production unit, not to exceed one hundred twenty (120) calendar days from
the employee’s first day of work. During such probationary period, layoff or discharge will be left to the discretion of
the Company.

b. After completing his probationary period, an employee's seniority will be accumulated from his date of hire. The
provisions of this Agreement will apply during his probationary period: however, there will be no responsibility on the part
of the Company for continuous employment or for reemployment if said employee is laid off before the completion of
his continuous probation period.

c. An employee transferred from one job family to another and acquiring "entry-date seniority” per Article Vil, Section &
will be considered a probationary employee for sixty (60) calendar days following entry date into the job family not
previously held. This probationary period will be for the purpose of determining whether the employee can
successfully accomplish the major functions of the job classification entered. Before the Company removes the
employee from the classification, supervision will fully discuss with the employee, the respective committeeman and
steward the reason(s) the employee is unable to perform the duties required to retain the position. The employee will
have bump rights as provided for in Article Vi, Section 1.c(1}.

d. If the transfer of an employee into an open job family is company initiated to avoid a layoff, the employee will be
considered a full probationary employee for 60 calendar days. During such probationary period, returning the employee
1o his original job family for the purpose of layoff will be left to the discretion of the company. The employee will retain
all bump rights as provided for in Article VII, Section 1.¢(1).

Section 11. Loss of Seniority
An employee will lose seniority under any one of the following circumstances:

a. He resigns

b. He retires

c. He is discharged for just cause

d He is laid off for lack of work for a period of more than forty-eight (48) months, provided he has recall rights on or

subsequent to the effective date of this Agreement.

He fails to report for work within five (5) working days {or fails within said five (5) working day period to give
satisfactory reasons for not returning to work), after due notice of recall to return to work has been delivered by certified
letter from the Company to the employee's last known address.

@

(1) The employee is requested to notify the Company within twenty-four (24} hours of receipt of this natice as to
whether he accepts or refuses the recall.
(2) An employee's last known address will be the address shown on the employee's last termination notice:

however, if the employee has subsequently furnished the Employment Office written and dated notice of
address changes, then the most recent change will be used as the employee's last known address.

(3) If an employee is sent a recall letter in line with his seniority and within five {5) working days submits to the
Company satisfactory medical evidence showing he is unable to retun to work because of illness or injury,
he will be bypassed for a period not lo exceed forty-eight {48) months provided he continues to submit
satisfactory medical evidence once each month that he is unable to return to work. Upon receiving a release
from his doctor that he is able to return to work, he will report to the Company Employment Office within
five (5} working days for the purpose of going to work.

4) If an employee provides satisfactory medical evidence and is determined to be ill at recall within ninety (90) days
of his recall expiration date, the employee will be granted up to a six (6) month extension from the date he is
determined ill at recall for the purposes of returning to work.

f. He is absent for five {5) consecutive workdays without property notifying the Company. Such absence will be considered

a voluntary quit, unless the employee can present satisfactory proof to justify his failure to notify the Company. Each

employee will be given a listing of the phone number(s) he is to use for reporting absences.

Section 12. Period of Recall

An employee’s seniority record will not be interrupted by layoff for lack of work provided he has recall rights as of the effective
date of this Agreement and is recalled within a pericd of forty-eight (48) months from date of layoff.

Section 13. Seniority of Union Representatives

a. The Union President, First Vice President and members of the Union Plant Grievance Committee will have top seniority
in their job family and classification in the event of a layoff.
b. During his term of office. a steward will have top seniority in the job family and classification in the area to which he is

assigned for the purpose of handling grievances, and on the respective shift in the event of a layoff.
Section 14. Same Seniority Date

Itis agreed that in those instances where employees have the same seniority date as established by Article VIl, Section 8, Sixty-
Day Clause, the employees will have for the purpose of indefinite layoff seniority (service time excluded) from the date of em-
ployment with the Company. In the event that both entry date seniority and Company seniority (not service time} are equal, the
employee having the lowest employee number will be the most senior employee in the event of indefinite layoff.

18
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VIII

ARTICLE VIII
WAGE RATES AND SHIFT DIFFERENTIALS

Section 1. General Increases

a.

b.

C.

Effective October 12, 2007, the base hourly wage rates of all employees covered by this Agreement will be mcreased
by three percent (3%).

Effective March 9, 2009, the base hourly wage rates of all empioyees covered by this Agreement will be increased by
three percent (3%]).

Effective March 8, 2010, the base hourly wage rales of all employees covered by this Agreement will be increased by
three percent {3%}.

Section 2. Automatic Progression within Labor Grade

a.

Effective October 1, 2000 the base rate of employees continuously employed in a particular job classification will be
advanced twenty cents ($.20) per hour every Quarter. Such increases will be effective on the first Monday in March, June,
September, and December of each year of this agreement until the maximum rate of the grade for such classification
is reached. If an automatic increase will bring an employee's base rate within four cents ($.04) of the maximum of the
assigned rate range. the amount will be added to his last automatic increase.

Effective Oclober 9, 2000, all employees in Automatic Progression received an increase, not exceeding the maximum
rate, of twenty cents ($.20) per hour to his base rate. This adjustment brought all employees in
Automatic Progression to an equal status to begin application of the schedule listed in Article Vill, section 2.a.
Effective Oclober 18, 2004 the December 2004 Automatic Progression payment will be made at a one lime increased
rate of forty (40) cents not to exceed the maximum rate. Normal Automatic Progression adjustments will resume in
March of 2005 and thereafter as outlined in Article VIII, Section 2.

Section 3. Promotions / Transfers

a.

The rate of an active employee who is promoted or transferred to a higher labor grade job will immediately be advanced

to either:

(m A rate forty cents {$.40} per hour above his present rate not to exceed the labor grade maximum

(2) If he has been previously classified in the particular labor grade and job family subsequent to his date of
seniority, his previous rate held while classified in the particular labor grade and job family, including wage
increases received, if it is higher than he would receive under Article VIIl, Section 2.¢.(1).

(3) A Rate equal to the minimum of the rate range if it is greater than forty {40)cents.

The rate of an employee transferred to a lower labor grade job within the same job family or within a different job family

in accordance with Article VII, Section 1.c.(1) will be decreased to either:

(1) A rate fifteen cents (3$.15) per hour below his present rate, or to the maximum of the lower labor grade if the
maximum is in excess of fifteen cents ($.15) per hour.

{2} Employees laid off and returning to job families with rights acquired through the sixty (60) day clause
provision will be paid the rate they would have been paid had they remained in the classification.

(3) If the employee was previously classified in the particular labor grade and job family, his previous rate on

that job if it is higher.
An employee who is laterally transferred within the same job family in accordance with Article VII, Section 1.¢(1)
will have no loss of rate due to such transfer and his advancement in rate in his new classification will be as if he had
remained in his prior classification.
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Section

a.

Section
a.

Section

a.
b.

Section

4. Rate Ranges

Hourly Rate Structure Schedule
Effective: October 1, 2007

UAW Rate Schedule

Labor Grade Min Mid Max
J 15.97 25.45 34.93
L 15.40 23.90 32.39
1 15.13 23.62 32.09
2 14.29 22.79 31.29
3 13.45 22.03 30.61
4 12.63 20.99 29.34
5 11.76 20.28 28.79
6 10.92 19.60 28.28
7 10.30 19.15 27.99
8 10.30 19.00 27.71
9 10.30 18.88 27.46
10 10.30 15.55 20.80

In addition. effective March 9, 1992, any lead over labor grade 1 employees will progress to a rate fifty-one cents
($.51) above the maximum of labor grade L.

Each labor grade maximum will be increased by the general increase percentage reflected in Article VIII, Section 1
effective on the date of such general increase.

Beginning July 15, 1996, and on each subsequent COLA effective date during the life of this Agreement, a revised
Hourly Rate Structure Schedule will be published by Wage Administration. Copies will be distributed to the UAW
Local 848 President, Chairman of the Plant Grievance Committee and each commitleeman.

5. Ratification Bonus

Each employee on the active payroll or in section 900 on October 1, 2007 will receive a ratification bonus in the amount
of two thousand dollars ($2,000) payable no later than October 19, 2007.

6. Shift Differential

The Company will pay to all hourly-rated employees on the second shift their base hourly rate plus five percent (5%).
The Company will pay to all hourly-rated employees on the third shift their base hourly rate plus five percent (5%).
Hourly-rated employees on the third shift whose reguiar shift comprises not more than six and
one-half (6%2) working hours, and who work a full six and one-half (6%2) hours on that shift will receive eight (8) hours'

pay. All work performed on such third shift over six and one-half (6'2) hours will be considered overtme and will be paid
for at time and one-half. An employee who is late more than thirty (30) minutes at the start of the shift or who leaves more
than thirty {30} minutes before the end of the shift will not receive the additional one and one-half (1'2} hours' pay.
The base hourly rate plus five percent (5%) or seventy-five cents ($.75). whichever is higher, will be paid by the
Company to all hourly- rated employees on the third shift, who are assigned to seven (7) day operations and who
have a regular or normal work day of eight (8) hours.

If an employee has been continuously statused to second or third shift for a period of at least thirty (30)
calendar days prior to a contractual vacation hours or personal/sick hours payout, they will be paid the
applicable shift premium amounts for those paid hours.

7. Cost-of-Living Allowance (CCLA)

In addition to the base rate of pay of each employee and subject to the conditions and provisions set forth in this section, a cost-

of-living
a.

20

allowance (COLA) will be paid to each employee based upon changes in the cost-of-living as follows:
The cost-of-living allowance, if any, will be determined in accordance with changes in the Consumers' Price Index for
Urban Wage Earners and Clerical Workers (CPIW), Revised Series (U.S. city average. all items, 1982 equals 100),
based on the rental equivalency now published monthly by the Bureau of Labor Statistics, U.S. Department of Labor
(hereafter referred to as BLS Consumers’ Price Index).

The cost-of-living allowance will be computed on the basis of one cent ($.01) for each two-tenths (0.2) point
increase in the BLS Consumers' Price Index and will be calculated and made effective quarterly, as shown in the
following table:
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VIII

Section 8. Cost-of-Living Allowance (COLA) (continued)

COLA Computation Period
Based on Average of Three-month BLS
Effective Date Consumer's Price Indices for:

8-Oct-2007 Jurne, July, August 2007
14-Jan-2008 September, Ootober, Movember 2007
14-Apr-2008 Crecember 2007 January & February 2008
14-Jul-2008 March, Apnl, WMay 2008
13-0Oct-2008 June, July, Augqust 2008
12-Jan-2009 September, Ootober, Movember 2008
13-Apr-2009 Cracember 2008, January & Februar. 2009
13-Jul-2009 March, Apnl, hay 2009
12-0¢ct-2009 June, July, August 2009
11-Jan-2010 Septermber, Dctober, Movernber 2009
12-Apr-2010 Dwecember 2009, January & February 2010
12-Jul-2010 March, Apnl Way 2010

For example, the amount of the cost-of-living allowance that is effective on October 8, 2007, will be calculated using
the BLS Consumers' Price Index for June, July, and August 2007 and any subsequent adjustments in the
BLS Consumers' Price Index will be computed as stated in Article VIII, Section 6.b.

c. Effective with the October 8, 2007 adjustment and thereafter, to receive the COLA adjustment each employee must have
been an active employee, or in Section 900 for the full peried in which the adjustment is made. For
example in the case of a new hire, 1o receive the October 8, 2007, adjustment, an employee must be on the
payroll on or before June 1, 2007. For the January 14, 2008 adjustment, the employee must be on the payroll on or
before September 1, 2007, and so forth. An employee on layoff with recall rights will receive a COLA
adjustment for any gquarter in which he was an active employee for at least one (1) day during the COLA
computation period.

d. COLA adjustments will be folded into each employee's base rate and each labor grade maximum will be
increased by the amount of the COLA adjustment on each COLA effective date.

e. An employee's cost-of-living allowance will be included in computing pay for overtime premium, vacation, holiday, call-
in, jury duty, bereavement and military duty.

f. In the event the Bureau of Labor Statistics does not issue the Consumers' Price Index on or before the effective dates

referred to in Article VIII, Section 6.b, any adjustments required will be made at the beginning of the first pay period
after receipt of the index.

g. No adjustments, retroactive or otherwise, will be made due to any revision which may later be made in the published
figures for the BLS Consumers' Index for any base month.

h. The Parties agree that this provision for a cost-of-living allowance is dependent upon the availability of the official monthly
BLS Consumers' Price Index in its same form and calculated on the same basis as the indices for June, July, and
August 2000.
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IX

ARTICLE IX
JOB CLASSIFICATIONS, FAMILIES AND LABOR GRADES

Section 1. Changes in Job Family Appendices

a.

22

The job classifications and labor grades, as listed in the Job Family Appendices, and any new ones that may be

established in accordance with this article, become a part of and are subject to all the applicable provisions of

this Agreement. The agreed-to job descriptions and specifications currently in existence and any new or revised ones
that may be established in accordance with this article become a part of and are subject to all the applicable
provisions of this Agreement.

The Company will have the right to establish new jobs, to revise existing jobs, to evaluate and to obsolete jobs, providing

such action will not be directed toward reducing the labor grade of a job in which no substantial change in the job

itself has occurred.

(1) When a new or revised operation involves duties that are not adeguately or specifically described or properly
evaluated in an existing job description, specification and classification, the Company has the right to
develop and establish such new or revised job descriptions, specifications and classifications. rates of pay.
and job family placements, and to place them into effect. An existing job description, specification and
classification will not be considered to cover a new or revised job classification if:

(a) The new or revised job covers major specific functions not called out in the existing job; or
(b) The existing job covers major specific functions not called out in the new or revised job.
(2) Notwithstanding other provisions of this Collective Bargaining Agreement, the Company will advise the Union

of its intent to place a new or revised job into effect thirty (30) calendar days prior to actually working the job.
Following such notification, the Parties will meet and discuss the proposed new or revised job in an effort to
reach agreement on the job classification and job family placement. Upcn the Parties reaching an agreement,
the new cr revised job will be placed into effect. Should the Parties not reach agreement within the thirty (30}
calendar day period, the Company may place the new or revised job into effect in accordance with the
provisions of the Collective Bargaining Agreement.

The Company wiil send by certified mail ten {10) copies of such job descriptions, specifications and dlassifications, rates

of pay and job family placements addressed to the President and Chairman of the Plant Grievance Committee within

fifteen (15) days after placing them into effect. The job specification sheets will include the factors, point scaring and other

information.

The Union will have the right, within thirty {30) days of receipt from the Company of a new or revised job, to file a Union

grievance alleging:

(1) Improper evaluation and labor grade
(2} Improper job family placement; and/or
(3) That such new or revised operations should be placed or retained in an existing job description. specification

and classification.
Such grievance will state the Union's position. the facts upon which it is based and the remedy or correction requested.
In the event of a job rating grievance, the specific factors with which the Union disagrees, together with the reasons why
it believes the faclors are not evaluated properly, must be listed by the Union on the grievance form. In the event that
the Company and the Union are unable to resolve the grievance, it may be appealed to arbitration in accordance with
Article V, Section 8.a. The arbitration will be limited to a determination {based on the work as described by the Company) of:

(a) The proper evaluation

{b) The proper labor grade

{c) The proper job family; and

(d) Whether the new or revised job may properly be placed or retained in an existing classification.

Thirty (30) days after receipt of such notification, if the Union has not filed a Union grievance, the job classification will
be added to the Job Family Appendices. The job description and specification, rate of pay, and job family placement will
become a part of and be subject to all of the applicable provisions of this Agreement.

The Company's right to make work assignments and to determine methods of operations is in no way restricted by this
article and will not be subject to arbitration.

When arbitrating the rate of pay for a job, the authority of the arbitrator will be limited to determining which of the existing
labor grades the new or revised job will be placed in. The arbitrator will base his award on evidence either Party presents
under the Company's Hourly Job Rating Plan, including intraplant job comparison material.

The effective date of the rate of pay of any new or revised job will be the date the new or revised job was placed into
effect by the Company. In the event this rate is revised through the grievance procedure, such revision will be retroactive
to the date the job was placed into effect.

In the event that the job is placed in a different job family or classification than the group or classification in which the
Company originally placed it, either by agreement between the Parties or by decision of the arbitrator, the
effective date of displacement pay. if any, will be three (3) working days from the date of settlement by the Parties, or
three {3) working days from the date of receipt of the arbitrator's decision by the Company. When the Union gives notice
to the Company of intent to arbitrate such a matter, it will list in writing to the Company the reasons for disagreement
and the relief socught.
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IX

Section 1. Changes in Job Family Appendices {continued)

I The Company agrees to include in the "Description of Duties™:
(1 Any duty presently appearing as part of the job specifications
(2) Experience; and
(3) Education

The Company agrees with the principle that lower classified employees should not perform higher classified work on
a regular and consistent basis without being paid the higher rate. The Company will continue to use "C"
classifications when the need for such classifications exists. While the Company agrees that all job descriptions
should be written to show a clear line of demarcation between classifications, it cannol agree that all unrelated duties
appearing in present job descriptions will be removed.

Section 2. Work QOutside Job Family

a. The Company will make every effort possible to keep employees working in their respective classifications and job
families. In the event an employee is required to work outside of his job family in excess of one (1) workday. the Union
will be notified via electronic message sent to the designated Local 848 e-mail address. In the event an employee is
required to work outside of his job family in excess of ten {(10) days, such period of time in excess of ten (10) days will
be mutually agreed to in wriling by the Company and the respective committeeman(s). Job descriptions and
specifications will be used for the purpose of distinguishing one job classificalion from ancther as clearly and definitively
as possible. In multilevel or series-type jobs, job descriptions and specifications must distinguish the level of pay
of each job.

b. It is understood that employees may be required to perform work within other job families. de minimis in length, and
only in conjunction with the completion of their normal job.

Section 3. involuntary Transfer to Lower Classification

Under the terms of prior Agreements. an employee could not be involuntarily transferred to a lower classification within his job
family, resulting in a condition where an employee could be assigned to the "A" classification with the commensurate rate while
performing the duties of the "B" classification. The Parties again agreed during the 1965 negotiations that where the above con-
dition exists, an employee will not be transferred to a lower labor grade within his job family for the duration of this Agreement,
except under the following conditions:

a. When there has been a significant change in the job content of the classification to which an employee was assigned
or a significant change in his work assignment.
b. When there is a bona fide reduction in force that affects the employee in his job family.

It was further agreed between the Parties that an employee cannot use misclassifications as cited above as grounds for requesting
an upgrade.

Section 4. Proper Classification

For the purpose of determining if an employee is properly classified, it is understood and agreed that an employee will not be re-
quired to perform all of the incidental duties included in a job description, but he must perform the major functions of the job on
a regular basis. Major functions are those duties called out in a job that are not covered in a lower-rated job and require the per-
formance of a skill or other factor that is not required in the lower-rated job. An employee will not be considered lo be improperly
classified by reason of occasionally performing major functions or isolated or minor duties in a higher job. In case of dispute. the
normal function of the job will govern based on the normal past practice of the shop. When it is determined that an employee is
improperly classified, these findings will not be used as grounds for requesting an upgrade of the employee. Promotion reassign-
ment and/or replacement of the employee will be effected under the terms provided herein.
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ARTICLE X
HOURS NOT WORKED,
INCOMPLETE DAYS WORKED

Section 1. Bereavement Pay

a.

24

Three (3) days bereavement pay will be granted lo an employee who takes time off from a regular workweek
because of a death in the immediate family {as defined below). Upon satisfactory proof, bereavement pay will be provided
for a death of the following:

Employee's Family Present
Spouse's Family|

Spouse Children Father
Father Mother Mother
Erother Sister Brother
Haif brother Half sister Sister
Stepfather Stepmother
Stepbrother Stepsister
Stepchildren Grandchildren
Step-grandchildren | Grandfather
Grandmother Great-grandfather
Great-grandmother | Great-grandchildren
Son-in-law Daughter-in-law

Bereavement pay will be authorized where the request is for time off from work during any one or more of the

following days (note that weekends, holidays or other non-regularly scheduled work days are excluded in

determining an employee's maximum three (3) days hereavement pay settiement).

(1) Three weeks from the date of death.

{2) The days taken by the employee for those designated above need not be consecutive and may be taken in
four (4) hour increments.

Authaorized bereavement pay will count as time worked for the purpose of determining vacation eligibility and

for pensions.

Bereavement pay will be authorized on a pro-rata basis when only a portion of a reqularly scheduled work day is

taken off.

Autherized bereavement pay will count as time worked for the purpose of computing overlime.

Autharized time off under the bereavement pay policy will count as time worked for the purpose of determining

holiday pay eligibility.

Time off under the bereavement pay policy may be approved for days falling within an employee's scheduled

vacation. Days for which bereavement pay is so proved will not be counted as vacation days.

Bereavement pay will not be granted to an employee whao is on leave of absence or extended sick leave (Section 900).

In the event of multiple deaths, the employee will be allowed three (3) days bereavement pay for the death of

each immediate family member.
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Section 2. Holidays

Hourly rated employees who meet all of the eligibility rules and conditions will be paid for the following holidays:

Holiday 2007 | 2008 | 2009 | 2010

New Year's Day 1-Jan | t-Jan | 1-Jan
Martin Luther King, Jr. Day 21-Jan | 19-Jan | 18-Jan
Good Friday 21-Mar | 10-Apr | 2-Apr
Memorial Day 26-May | 25-May | 31-Ma
Independence Day 4-Jul 3-Jul 5-dul
Labor Day 1-Sep | 7-Sep | 6-Sep

Thanksgiving Day 22-Nov | 27-Nov | 26-Nov
Day after Thanksgiving | 23-Nov | 28-Nov | 27-Nov

Year End Holiday 24-Dec | 24-Dec | 24-Dec
25-Dec | 25-Dec | 25-Dec
26-Dec | 26-Dec | 28-Dec
27-Dec | 29-Dec | 29-Dec
28-Dec | 30-Dec | 30-Dec
31-Dec | 31-Dec | 31-Dec

a. An employee will receive eight (8} hours pay at his regular base rate, including shift differential, but excluding all
premiums, bonuses or overtime allowances for such holiday not worked, provided he meets all of the following
provisions:

{1 The employee would otherwise have been scheduled to work on such day if it had not been observed as a holiday

(2) The employee must have worked the last scheduled workday prior to. or the next scheduled workday after
such holiday. However, this subsection (2) will not apply in the event that absence on the workday prior to or
on the workday after such holiday has been excused because of;

(a) The employee's bona fide illness

{b) Death in the employee's immediate family

(c) The performance of jury duty

(d} Occupational injury of the employee

(e) Excused Union business

{f) The employee is laid off during the week in which the holiday falls

(q) The employee is placed in Section 900 due to illness or occupational injury, during the week in which
the holiday falls

(h) The employee returns to work from Section 800 on Tuesday foliowing a Monday holiday and would
have otherwise returned to work on Monday had it not been observed as a holiday.

(3) Iif an employee in Section 900 is released by his doctor to return to work on a date that falls between the last

scheduled workday prior to the Christmas through New Year holiday period, and that emiployee works the first
scheduled workday following New Year's Day, he will receive holiday pay for those holidays
observed by the Company, beginning with the dale on which he would have returned to work had it not been
observed as a holiday.

b. When a holiday falls on Saturday, the preceding Friday will be observed as the holiday and will be paid as such holiday.
When a holiday falls on Sunday. the following Monday will be observed as the holiday and will be paid as such holiday.
c- When one of the above holidays falls within an eligible employee's scheduled vacation period and the employee is
absent from work on the holiday because of vacation, he will be granted an additional day of paid vacation,
d. The Company may, at its option, observe the holidays listed in Article X, Section 2 by not operating its plants,

departments or sections thereof, or it may schedule such holidays as regular workdays. If work will be required during
the Christmas shutdown. a list of affected employees will be posted by December 15. If the contemplated work load
requires changes to the list, overtime for the additional employees will be on a voluntary basis.

e. An employee eligible for holiday pay under these provisions who is scheduled to work and performs work on a holiday
will receive pay for such work only in accordance with the applicable provisions of Article VI, Section 5.
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Section 3. Jury Duty/Witness Pay

a.

When an employee is required to and actually does serve on jury duty on a regularly scheduled working day,
regardless of shift, he will receive eight (8) hours' pay at his base rate less any jury fees he receives, provided he
notifies the Company pricr to the day on which his jury duty is scheduled tc begin. In instances of standby jury duty,
an employee will receive pay only for hours subsequent to being called to jury duty not to exceed the remainder of the
shift. Satisfactory proof of such services must be given to the Company before this section will apply.

An employee who has been subpoenaed adversely to testify in a case other than one involving himself, the Company,
or the Union, and does testify, will receive eight (8) hours pay at his base rate less any witness pay he received,
provided he nctifies the Company prior to the day which he is scheduled to testify. Proof of such service satisfactory
to the Company must be given before pay will be authorized.

Section 4. Military Pay

Any employee who is called to and performs short-term active duty of two (2) weeks or less as a member of the U.S. Armed Forces
Reserve or National Guard will be paid the difference between his military pay and his normal straight-time earnings for this
periad, not exceeding two (2) weeks. This will be limited to ten (10) workdays per Military year, beginning October 1 of each year.
Holidays that fall within the ten (10) days will be treated as a work day for pay purposes.

Section 5. Rest Periods

a.

b.

Section

a.
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Employees will be allowed one (1) scheduled ten (10) minute rest period before and one (1) scheduled ten (10} minute
rest period after lunch in each scheduled eight (8) hour work shift at times designated by the Company. Employees will
work up to the start of the rest period and be at work at the end of the rest period.

Employees will be allowed cne {1) scheduled ten (10} minute rest period for each two (2) hours of scheduled overtime.

6. Personal/Sick Pay

Employees will accumulate perscnal/sick pay credit at the rate of one-twelfth (1/12) of forty (40) straight-time hours for
each month of service during the calendar year, and will be credited with the amount thus accumulated on the following
January 1, provided they were on the active payroll pricr to November 1 of the calendar year and they are on the active
payroll on such January 1.

No employee will be credited with personal/sick pay until the January 1 following the calendar year in which

personal/sick pay credits are accumulated. No employae will be credited for more than forty (40) hours' persenal/sick

pay at the end of any calendar year.

Personal/sick leave credited on any January 1 for employment in the previous year and that credited under Article X,

Section 6.c(2) will be paid the following January 1. with the following exceptions;

(1 An employee who is absent at least one (1) hour or who receives a pass to leave the plant at least one (1)
hour before the end of the shift will, at his request, be paid personal/sick pay in one (1) hour increments up to
eight {8} hours if he is eligible. Third shift employees not working the required six and one half {6 1/2) hours
may take Sick/Personal pay in one (1} hour increments to complete eight (8) hours.

Example: 3rd shift employee leaving plant after five (5) hours work must take three (3) hours Sick/Personal
for credit of eight (8) hours.

(2) An employee who is eligible for payment of unused personal/sick pay on January 1 may elect to defer such
payment and add these unused days to those with which he was credited on that January 1, for a combined
maximum not to exceed fifteen (15) days.

(3) An employee who, for any reason, terminates prior to the following January 1. will be paid all the unused
personalisick pay credited to him the previous January 1 in addition to the unused personal/sick pay deferred
by him under Article X. Section 6.c(2).

Personal/sick pay credits accumulated prior to day of layoff, death or retirement will be handled as follows:

(1) An employee who is laid off, who
(a) at the time of layoff was accumulating perscnalfsick pay credits for time worked,
(b) had not been credited with personalisick pay the January 1 preceding the date of his layoff, and
(c} is not recalled during the same calendar year, wiil on date of recail be credited with all personalfsick

pay credits accumulated between the date of his layoff and the preceding January 1. He will then be
paid in accordance with Article X. Section 6.c.

2) An ermployee who is laid off, retires or dies and who was credited on January 1 preceding the date of layoff,
retirement, or death with personal/sick pay hours accumulated prior to this January 1, will be paid alil the
personal/sick pay hours accumulated by him between the date of his layoff or retirement and the preceding
January 1.

For the purpose of this section, a full calendar year will mean from January 1 through December 31, during which an

employee is paid by the Company for performing work for the Company, except as outlined in Article X, Section 6.f. A

month of service, for the purpose of this section, will be defined as service for the Company of no less than the first (1st)

day through the sixteenth (16th) day of any calendar month, or the fifteenth (15th) day through the last day of any
calendar month.
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Section 6. Personal/Sick Pay (continued)

f.

h.

If an employee is on leave of absence and/or in Section 900 for a total exceeding sixty (60) calendar days in a given

calendar year, his personal/sick leave credit on the following January 1 will be reduced three and three-tenths (3.3)

hours for each thirty {30) days or fraction thereof of such excess. For example: if an employee has a total of eighty-six
{86) days of leave and/or days in Section 900 in the calendar year 1978, his personal/sick leave credit on
January 1, 1979, will be reduced three and three-tenths (3.3} hours. The following exceptions apply:

(1) No allowance for leave of absence time and/or Section 900 time will exceed the number of days an employee
works and is paid for by the Company in any calendar year.
{2) Any employee on leave of absence and/or Section 900 for a total of eleven (11) calendar months during the

previous calendar year will not be credited with any personal/sick pay hours on any January 1 under this plan.
Payments made under this personal/sick pay plan will be computed at the current straight-time hourly rate the employee
is receiving at the time of such payment. Personal/sick pay will be paid only for straight-time hours not worked by the
employee and in nc event for an absence of less than one (1) hour.
Language under this section does not in any way aller the requirements for holiday pay.

Section 7. Vacations

a.

Eligibility

{1 A vacation of one (1) week, consisting of five (5) working days, will be allowed an hourly rated employee who
on his seniority date in any year during the life of this Agreement wil! have been continuously and actively in
the employ of the Company for a period of at least one (1) year prior thereto.

{2) A vacation of two (2} weeks, consisting of ten {10) working days. will be allowed an hourly rated employee who
on his seniority date in any year during the life of this Agreement will have been continuously and actively in
the employ of the Company for a period of at least two (2) years prior thereto.

{3) A vacation of three (3) weeks, consisting of fifteen (15) working days, will be allowed an hourly rated employee
who aon his seniority date in any year during the life of this Agreement will have been continuously and actively
in the employ of the Company for a period of at least ten (10) years prior thereto,

{4} A vacation of four (4) weeks, consisting of twenty (20) working days, will be allowed an hourly rated employee
who on his seniority date in any year during the life of this Agreement will have been continucusly and actively
in the employ of the Company for at Ieast fifteen (15) years prior thereto.

(5} An hourly rated employee who does not meet the requirements of either Article X, Section 7.a (1), (2), (3) or
(4), will receive no vacation, and every employee who does meet the requirements of one (1) or more of these
subsections will receive only the vacation specified in that subsection that gives him the longest vacation.

Rate of Pay

The vacation pay allowances mentioned in this section will be computed at the employee's regular base hourly rate of

pay, including shift differential, but exclusive of all premiums or overtime allowances. Any vacation allowance paid on

a pro rata basis will be deducted from the regular ailowance.

Eighty Percent Rule

{1} All employees covered by Article X, Section 7.a{1}. (2). (3) and (4) must. oan the seniority date used for
computing their vacation eligibility, have worked at least eighty percent (80%) of the regular scheduled
working hours of the plant since their seniority date of the preceding year.

(2) Absences up to sixty-five (65) workdays due to indefinite layoff for lack of work and temporary layoffs for
causes specified in Article VII, Section 1.e, or absences for jury duty. or absences up to twenty (20) work
days for military service, or days absent for which an employee receives personal/sick pay will not be
charged against the employee in the computation of vacation eligibility under the eighty percent (80%])
rule mentioned above. In addition, absences due to occupational injury and absences excused by the
Company for Union business will not be charged against the employee in the computalion of vacation
eligibility under said rule.
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Section 7. Vacations (continued)

d.

28

Schedules and Cancellations

(1) Vacation is to be scheduled by seniority between February 1 and February 15 of each year. An employee
who refuses to schedule on any round may not subsequently bump a less senior employee's selection.
Furthermore, once selections are made, they may not be changed if the selection affects ancther employee's
prior selection. An employee transferring to a unit where vacation schedules conflict with the transferring
employee's prior vacation selection(s) will not be allowed to bump an employee because of seniority from a
vacalion schedule previously selected. However, every effort will be made to accommodate the employee if
the transfer was initiated by the Company for production reasons.

{2) No vacation may be cancelled without the employee's consent during the two (2) week period
immediately preceding the effective date, nor will the Company force an employee to go on vacation without
two (2) weeks' prior notice, provided there is no major change in the production schedule.

(3) Per each vacation year, up to four {4) weeks, twenty (20} days, of an employee's credited vacation may
be taken one (1) or more days at a time. Vacations of less than a full week will not be scheduled on the
departmental vacation roster. Vacations scheduled in a block of one (1) or more consecutive weeks will have
precedence over a vacation of less than a full week. An employee’s request for vacation of less than a
full week must be made at least one day in advance. Up to ten (10) days of an employee's single
day allowance may be used for emergencies. An employee requesting emergency vacation must notify the
Company within the first two (2} hours of his shift.

Unused Vacation

(1) An employee who is in Section 900 or who has been granted a Union leave of absence will, at his request,
be paid for any unused vacation time for which he is eligible. This provision applies only to full vacation
time or five (5) day fractions thereof,

(2) An employee who for any reason leaves the payroll of the Company without having taken the vacation
for which he is eligible will be paid in lieu of such vacation for any portion for which he has not aiready
been paid.

(3) Effective February 15, 1996, the Company will permit employees who have not used all of their current

year's vacation to carry over the unused portion, up to a maximum of two (2) years' total accrual. Unused
vacation hours exceeding two (2) times an employee's annual accruat will be paid to employees annually
the Friday prior to the Thanksgiving Holiday.
Pro Rata Vacation
(1 An employee who is laid off, dies or is drafted into military service under the Selective Service Act, as amended,
or who retires under the Company's Retirement Plan, will be paid prorated vacation pay under the following
conditions:
{(a) The employee has accumulated one (1) or more years of seniority
{b) The employee has worked at least eighty percent (80%) of the regutarly scheduled working hours of
the plant, from his last vacation eligibility date to his date of termination.
If the employee meets these conditions, he wilt be paid at the rate of cne-twelfth (1/12) of the vacation
pay for each month for which he is eligible and the major fraction of the month in which he is
terminated for which he has not previously received vacation pay. An employee will be deemed to
have worked a major fraction of the month in which he is terminated if he has worked a minimum of
eighty-five (85) straight-time hours.

2) An employee in Section 900 due to a work related injury, who retires under the Retirement Plan directly from
Section 900, will be paid prorated vacation pay.
(3) An employee recalled from layoff or returning from military service under the Selective Service Act,

as amended, or returning from Section 900 due to iliness will, if not eligible for full vacation, be eligible for
prorata vacation pay on his seniority date falling after such recall or return, computed as in Article X,
Section 7.f(1). if he worked at least eighty percent (80%) of the regularly scheduled working hours of the
plant for the period from such recall or return to such seniority date.

(4) An employee with at least six (6) months seniority but less than one (1) year senicrity, who is laid off will
be paid pro rata vacation provided the employee has worked at least eighty percent {80%) of the regularly
scheduled working hours prior to layoff.

The Parties recognize the right of the Company to shut down the plant. or portions thereof, for purposes of vacation.

However, no employee will be forced to take his vacation during this shutdown, with the understanding that the

employee will be on vacation without pay if he elects not to take vacation during this shutdown and is not

otherwise scheduled. In the event the Company requires a certain classification’ of work to be performed during a

scheduled shutdown, employees performing work in the particular classification will be offered the opportunity to

perform the work in seniority order.

{1} Should the Company require certain classifications to work during a July 4th vacation shut down,
employees will be offered work in seniority order within the unit where the work is to be performed.
{2} An employee shall not be loaned inte or perform work in a unit that is shut down. Should this occur

it will be deemed a displacement and shall be cause for compensation for the displaced employee.
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Section 8. Voting Time

The Company will grant employees reasonable time off to vote in accordance with the existing Texas state laws. Reasonable time
for state and federal elections, when requested. will be one (1) hour for those employees working first-shift hours on election day.
The day after the election, the employee will submit his certification as evidence of having voted, and his supervisor will approve
the card provided for voting time. When a state or federal election falls on a premium day. an employee who is scheduled to work
a minimum of eight (8) hours beginning no earlier than his normal first shift starting time, will be paid the one (1) hour voting time
at the employee's base straight time rate, plus any applicable cost of living. No employee will be scheduled for less than eight
{8) hours in order to preclude his becoming eligible for voting time pay.

Section 9. Incomplete Day's Work

a.

(&D] Any employee reporting for work who has been working on the previous workday and has not been
notified that there will be no work will receive four (4) hours' work at his regular base hourly rate of pay.
The posting of a notice on the bulletin boards within the affected unit{s) two (2) hours before the
completion of the shift of the affected employee will be sufficient and proper notice. This provision will not
apply in case of any stoppage of work, strike, or slowdown, or in any other case or conditions beyond
the centrol of the Company.

(2} An employee who is scheduled to work on a premium payment day and reports as scheduled will be
allowed to work a minimum of four {4} hours or receive four (4) hours' pay at the applicable rate for such hours.

b. Any employee who. after completing work assigned to him during his regularly scheduled shift or extension thereof,
is called back to work after he has left the premises and who reports for work after such cali at a time that is more
than four (4) hours prior to the beginning of his regularly scheduled shift, will receive not less than four (4} hours’ work
af the rate of pay appiicable for such hours worked.

C. Employees who are injured in the factory and who are sent home on the day of injury by the Medical Department
will be paid for the balance of their scheduled work shift on that day at their regular base hourly rate including shift
differential.

d. Any employee who is required to work less than eight {8) hours on one of the observed holidays will be paid three (3)
times his reguiar base hourly wage rate including night shift differential if it is applicable, pfus straight-time pay for the
difference between eight {8) hours and those hours for which the premium rate is paid.

Section 10. Rate of Pay

All pay for time not worked will be paid al the straight-time hourly base rate, including shift differential, but excluding overtime or
premium compensation except as modified by Article X, Section 9.a(2). In the settlement of grievances involving overtime, im-
proper recall or improper discharge, the employee will, for the hours for which he is paid, receive the rate he would have received
had he worked such hours.

Section 11. Forty-Hour Rule

Should an employee have an absence during the normal scheduled work week, the following matrix shall be used to de-
termine whether said time not worked will be credited toward the 40 hours necessary for an employee to be paid overtime
in accordance with Article VI:

Reason for Absence 40 Hour Rule
Employee returns from Section 900 |Applies
Employee returns from treatment by
Occupational Heaith Care Center
(OHC) / Workers' Compensation Credit Given
New hire reports during week Credit Given
Recalled during week Credit Given
|[Military reinstatement Credit Given
IEmponee initiated FMLA Credit Given
Bereavement Credit Given
Jury duty Credit Given
Vacation and/or vacation shut down |Credit Given
Sick pay Credit Given
Company convenience Credit Given
No pay - excused or unexcused Applies
Approved union business Credit Given
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ARTICLE XI
LEAVE OF ABSENCE
Section 1. Personal
a. A leave of absence not exceeding ninety (90} days may be granted by the Company to any employee for good and

sufficient cause upon the written request of the employee. Also, the Company may grant a leave of absenceto anem-
employee who has been appointed or elected to a state or federal office. If a leave of absence is granted, the seniority
of the employee will accumulate during the period of the leave of absence. While on a personal leave of absence an
employee will not be entlitled to health care benefits unless, prior to the leave, the employee makes arrangements
with the benefits office to continue benefits at his own cost during the leave of absence.

b. An employee who has been granted such leave of absence will be considered as having quit without notice and will be
terminated from employment by the Company if, while on his leave of absence, he engages in or applies for other
employment without the consent of the Company. If an employee on such leave fails to report for work on his first regular
shift after the termination of his leave. he will be subject to discharge.

Section 2. Section 900

An employee absent due to iliness for more than five (5} working days will be placed in Section 900, an inactive unit, on his sixth
normal working day. To remain in Section 900, an employee may be required to submit to the Company satisfactory evidence of
illness. The maximum time limits for Section 900 eligibility are as follows:

SERVICE CONTINUQUS TIME IN SECTION 900
90 days to 3 years 1 year
3 years to 5 years 2 years
5 years or more 2 years

OR

SERVICE CUMULATIVE TIME in SECTION 900
90 Days to 5 Years 18 Months
5 Years or More 30 Months in Any Five (5) Year Period

The cumulative time limits set forth above will apply all aggregate time in section 900 totaling more than thirty (30) days for the
time pericd from January 1, 2000 through contract ratification date. When an employee reaches either one of the time limits as
oullined above {cumulative or continuous) his employment will be terminated.

If the employee was in section 900 due to an occupational injury at the time of termination, he will be provided up to twelve (12)
months after his termination date to submit satisfactory medical evidence showing he is able to return to work providing he suc-
cessfully completes a company physical exam including substance abuse testing. Upon returning to work such employee shall
be reinstated with senicrity.

Section 3. Military and Peace Corps

a. So long as the Selective Service Act of 1848, as amended, is in effect, an employee who leaves or has left the
smployment of the Company fo enter the armed forces of the United States will be reemployed under the terms of that
law, notwithstanding any provisions of this contract to the contrary. The seniority of such employee will accumulate
during the time spent in the armed forces of the United States.

b. Upoen written reqguest by an employee who is accepted for service with the Peace Corps, foreign or domestic. the
provisions of Article XI, Section 3.a, will apply for a period of up to two (2) years with respect to seniority, vacation and
reemployment.

Section 4. Unicn

An employee elected or selected to a full time position in the United Automobile, Aerospace and Agricultural Implement Workers
of America. UAW, but excluding all national and international Unions other than the UAW, that takes him from his
employment with the Company, will, upon written request to the Company. receive a leave of absence for one (1) year. The em-
ployee will receive annual renewals upon written application to the Director of Labor Relations.

Section 5. Leaves Other Than Section 900

a. If an employee who has been given such leave of absence reports for work on his first regular workday after he
terminates his leave, he will be reemployed in accordance with his seniority on the same general type of work that
he did immediately prior to his leave. His wage rate will be the rate existing in the plant at the time of his return on
the job for which he is reemployed. Seniority will accumulate during such leave of absence.

b. If an employee is physically unable to return to work, he will be placed in Section 900. provided he presents proof
of his disability.

c. Any employee on leave, as provided in this article, may, upon seven (7) days' notice to the Company, terminate
his leave.

Section 6. Family and Medical Leave

Employees who are entitled to a leave of absence under the Family and Medical Leave Act {FMLA) of 1990 may take such leave
in accordance with the provisions of Letter of Agreement #20.
30
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ARTICLE XII
HEALTH CARE
Section 1. Agreement

A Health Care Plan, Flexible Spending Account Plan, Disability Plan, and Life Insurance Plan have been agreed to by the Par-
ties. The provisions of each plan will be applicable to employees represented by the Union for the term of each plan and in ac-
cordance with the provisions thereof.

Section 2. New Provisions - Health Care Plan for Active Employees

It being expressly understood that the Health Care Plan agreed to under Article XII, Section 1 will govern. the following provisions

of the Health Care Plan are agreed to:

a. UAW Represented employees will continue to be covered by the health care benefit plan negotiated between the
Company and the Union during the 2000 Contract Negotiations until June 30, 2005. Effective July 1. 2005, UAW
represented employees will be covered by the PPO health care benefit plan that was negotiated during the
2004 negotiations. The plan will include the following features:

Plan Years July 2008 - June 2011
Banefits Sumrmary - BCBS Premium FFPO Flan
Far UAW Employees
Plan Year Beqins July 1 and Ends Jung 30

Wik 7/1/2008 - 6/30/2010 Erghayes - £31
Contnbutions Emplovee + Family - $44
7/1/2010 - 6/30/2011 Employee - $24
Employee + Family - $504
In-Metwiark; Qut-of-Metwork
Dffioe Yisit F20 Copay, Aftar dedustible
Frimary Care’ al other services 108 4080 ot LIFC Charges?
arter deductible?
Soecialst FA0 sapay, After deductiole,
Ciffice Vst all other serdces 109% 408 af LIFZ charges
i B referral reguirsd) atter dedun bibles

BEMNEFIT FLAN YEAR DEDULTIBLES & CO-INSLRAMNCE
( Your Responsihity)

Indracual 200 F400
Family 00 Faarm
_o-insurang e 10%% A0

Benefit Plan Year Cut-oi-Focket Maximum
(includes Benefit Plan Year Deductble)

- of- Fletwark,

Indierdusl F1.000 4 A0
Familv 2000 F.2,200
Litetirme haamurn B3 rmillion per person in-netaiork: $200 000 per person aut-af-nstvinrk

inclodss all medical Care prescrpion drugs and mental bealth and substans & sbuse
treatrnents

1. Examples of Primary Care Providers: General Practitioner, Internal Medicine, Pediatrician, OB/GYN, Family
Practitioner and Chiropractor
2. The provider will bill BCBS and you will receive an Explanation of Benefits {EOB) instructing you to pay any
deductible or co-insurance that may apply. Any lab tests or other tests required by a physician will be subject
to deductible and co-insurance. Copay charges do not apply to your deductibles or out-of-pocket maximums.
3.  URC: Usual, reasonable and customary
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YWELLNESS

IN-NETWORK

QUT-OF-NETWORK

Physicals

{For adults and children
over age 5. $400 annual
maximum combined per
person in - and out-of-
network:)

$20 office visit copay - you
pay all costs over $400
These costs and the copay do
not count toward your

After deductible, 40% of URC
charges

deductble
Charges over 5400 not
coverad
Well Child Care $20 copay After deductble, 40% of URC
{through age 5. unlimited) charges
ACUTE AND EMERGENCY CARE

In-Nabwark Qut-of-Network
In-patient Hospital 10% of charges after After deduchble, 40% of URC
{pre-certification required) deductible charges

Emergency Room (ER)
$50 charqe (waived if
admitted)

$50 copay plus 10% aof
charges after deductible

$50 copay plus 40% of URC
charges after deductble?

Irgent Care Facility °

$20 copay; all other seraces
10% of charges after
deductible

After deductble, 40% of URC
charges

Ambulance - Air and
round (emergencies
only)

10% of charges after
deductible

After deduchble, 10% of URC
charges

Surgery
(pre-cedification reguired)

10% of charges after
deductible

After deductible, 40% of LRC
charges

Skilled Nursing Facility
(pracerification and ¢ase
management required) A0-
day maamum per
condition

10% of charges after
deductible

After deductible, 40% of URC
charges

Home Health Care

10% of charges after

(pre-cerification required)

deductble

After deductible, 40% of URC
charges

4, If your visit is for an emergency, you always receive in-network benefits. If your visit is not for an

emergency, your benefits are determined by your medical plan option as follows:
= At a network hospital, you receive in-network benefits
= Al an out-of-network hospital, you receive out-of-network benefits

5. Some PPO networks have contracts with urgent care facilities. At these facilities. your treatment is

subject to $50 per visit, in addition to your plan deductible and coinsurance.

Note: You must obtain pre-certification from Blue Cross Blue Shield whenever you are admitted to a
hospital or are scheduled for in-patient surgery. This applies to all inpatient procedures, unless it is

an emergency. If you do not pre-certify, you will pay a $500 penalty.
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[n-Metwark

Dut-of-Network

Frivate Doty Mursing

(FPre-certification and case
maragement required)
Mznthly masamum benefit
1,000 per parcnn

10% =f ¢harges after
deductibles

After deduchble, 20% of LIRC
Charges

Hospice Care
(Pre-certificaton and cass
manademsnt required)

0% of charges after
deductitle

After Jeductible, 20% ot LI
charges

Chiropractic Care
Benefit Plan vear
maamum 1,000 per
person, it doss not
apply to x-ravs

F20 copay, all other serices
10% of charges after
deduchible

After deduchble, 40% of LR
harges

Podiatry

FA0 copay,
all cther services 10% ot
charges after deductible

After deductible, J0% of LIRIZ
charjes

Allerdy serurm

0% of Charges after

After deductibbz, 40% of LIRC

deduchible charges
Cwurable hedcal 10% of charaes after After deductble, 40% of LIRC
Equipment and Supphes deductble charges

FAMILY PLANNING

Infertilty Testing and
Treatment $20,000 hifetims
MAa¥IMurm Qer person
fcombined in - and out-of-
nebwork )

$40 copay,
all cther servicas 0% aftar
deduictible

After deduchiile, $0% of LR
charges

YISION

TO0%, up to 250 per perzon per benefit plan vear ino deductible) Covers vision
exam(s). frame(s). lenses, including contact lenses, or up to one-year supply of

disposable lenses.

HEARING

100%, wp to $500 par ear per benefit plan vear {ne deductble)

Includes one hearing

axam per benefit plan year, heanng aid repar, and one heanng and par 2ar svery thres

benafit plan years.
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MENTAL HEALTH AND SUBSTANCE ABUSE TREATMENT

Value Options Network

Cut-o f-Metwork

Pre-cerification reguired

Yes

Yes

In-patisnt

20% of Value Ophons rates,
up to B0 days per benefit plan
year

50% of URC charges, up to 30
days per benefit plan year (60
days in- and out-of-network,
combined)

Out-patiert

20% of Value Options rates,
up to 80 wsits per benefit plan
year

0% of URC charges, up to 30
visits per benefit plan year (60
days in- and out-of-network
combined)

Residential day treatment

200 of Value Ophons rates for
up to 60 in-patent days or 120
out-patient wisits each benefit
plan year (each in-patient day
equals two out-patient visits In
a benefit plan year)

0% of URC charges, up to 30
days per bansfit plan year (B0
days 1n- and out-of-network
combined)

Lifetime Maxrmum: Up to two rehabilitation admissions for substance abuse treatment
comtnnad for in- and out-of-netwiork

i na ir-network providar /s avaiable whan you call Value Oplions for pre-aoproval, you
wili be referred to an out-of-netwark pravider and recene in-nefwork henefils.

PRESCRIPTION DRUGS THROUGH CAREMARK PARTICIPATING PHARMACIES

Generc

Brand

Retail - up to 30-day
sUppiy

$5 Copay

$25 Copay

Mail Srder ~ mandatory for
agreed upon mantenance
drugs

$10 for 3-month supply

$40 for 3-manth supply

If the cost of the prescription drug is fess than your copay, you will pay the full cost of

the drug.

Represented employees will pay the negotiated weekly contributions to provide health care
coverage for enrolled dependents under the applicable Health Care Plan. These contributions
may be made on a pretax basis in accordance with Section 125 of the Internal Revenue
Service Code. To comply with Section 125, a new or recalled employee may only add
dependents within thirty (30) days of their initial eligibility or delete dependents within sixty (60) days
of their ceasing to be eligible, or within sixty (60) days of a change in family status as defined
in the health care summary plan description. Should an employee not take action to delete
dependent coverage during this sixty (60) day period, dependent health care deductions will stop as
soon as administratively possible after notification and no refunds will be paid. Dependents may
be added after sixty (60) days of the event  with evidence of insurability.

Spouses of employees who are employed at another company that provides a health care
program for their employees will not be allowed to be a dependent under the Health Care Plan
unless they have elected health care through their employer and that employer pays at least
50% of the cost.
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d. New Cigna HMO effective 7-1-08
Following is a summary of benefits for the Open Access Plus In Network Copay Plan.

CIGNA HealthCare Benfits Summary
Vought Aircraft Industries. Inc.
Open Access Plus In-Network Copay Plan

BENEFITS HIGHLIGHTS IN-NETWORK
Weekly Contributions for Employee Employee + Family
Plan Year July 1. 2008 to June 30. 2009 $21 $44

Weekly contributions for plan year July 1. 2009 through June 30. 2010:
Participants in the Cigna HMO pay their weekly Premium Plan contribution PLUS
100% of the excess in plan cost by coverage category (i.e. employee/employee &
family). if any. over the weekly Premium Plan contribution.

For example. if the cost per employee is $10 per week more in the Cigna HMO
than in the Premium Plan. the contribution for the plan year beginning 7/1/2009
would be $21 plus $10, or $31 per week.

Beginning February 2009. and yearly thereafter. the Union and Company Human
Resources Department will meet to determine whether it is in the interest of both
parties to offer the Cigna HMO for the upcoming plan year.

Lifetime Maximum $8.000.000
Coinsurance Levels 100%
Calendar Year Deductible

Individual None
Family Maximum None

Family Maximum Deductible Calculation |N/A

Out-of-Pocket Maximum Accumulators
Includes Deductible Yes
Includes Copay Yes
Does not appy to

Benefits for accident or sickness
(excludes mental health. alcohol and
drug abuse benefits} are paid at 100% of
charges once an individual's out-of-
pocket has been reached.

Non-compliance penalities or charges
for mental heaith. alcohol and drug
abuse benefits.

Out-of-Pocket Maximum

Individual $1.500 per person
Family Maximum $3.000 per family
Family Maximum OOP Calculation Individual OOP

Family members meet only their
individual OOP and then their claims will
be covered at 100%: if the family OOP
has heen met prior to their individual
OOP being met. their claims wiill be paid
at 100%.

Automated Annual Reinstatement Not Applicable
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BENEFITS HIGHLIGHTS

IN-NETWORK

Physician's Services
Primary Care Physician’s Office visit

$15 PCP per office visit copay; no charge
after the PCP per visit copay if only X-ray
and/or lab services performed and billed.

Specialty Care Physician's Office Visit
Office Visits

Consultant and Referral Physician's Services

$15 Specialist per office visit copay; no
charge after the Specialist per visit copay if
only X-ray and/or lab services performed and
billed.

Surgery Performed in the Physician’s Office

$15 per office visit copay

Second Opinion Consultations (services will
be provided on a voluntary basis)

$15 per office visit copay

Allergy Treatment/Injections

$15 per office visit copay or the actual
charge, whichever is less

’Iﬂergy Serum (dispensed by the physician in
the office)

No charge

Preventive Care
Routine Preventive Care for children
through age 2 as well as age 3 and above
(including immunization)
Calendar Year Maximum: $500

$15 per office visit copay: no charge after
the $15 per visit copay if only X-ray and/or
lab services performed and hilled.

Immunizations

No charge

'ﬂ_dammograms, PSA, Pap Smear including the
professional charges associated with these
procedures. Routine Mammograms, PSAs
and Pap Smears apply to the $500 calendar
year maximum.

No charge if billed by an independent
diagnostic facility or outpatient hospital.

Inpatient Hospital - Facility Services

$100 per admission copay

Semi Private Room and Board

Limited to semi-private room negotiated rate

Private Room

Limited to semi-private room negotiated rate

Special Care Units (ICU/CCU)

Limited to negotiated rate

Outpatient Facility Services
Operating Room, Recovery Room,
Procedure Room, Treatment Room and
Observation Room

No charge

Inpatient Hospital Physician's
| Visits/Consuftations

No charge

Inpatient Hospital Professional Services
Surgeon
Radiologist
Pathologist
Anesthesiologist

No charge
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BENEFIT HIGHLIGHTS IN-NETWORK
Qutpatient Professional Services No charge
Surgeon
Radiologist
Pathologist

Anesthesiologist

Emergency and Urgent Care Services

Physician's Office

$15 per office visit copay: no charge after
the PCP or Specialist per visit copay if only
X-ray and lab services performed and billed.

Hospital Emergency Room

$50 per visit copay; waived if admitted

Qutpatient Professional services

(radiology, pathology and ER Physician)

No charge (if the ER facility facility benefit i
subject to 100% coinsurance and per visit
copay)

]

Urgent Care Facility or Qutpatient Facility

$50 per visit copay: waived if admitted

Ambulance

No charge

Laboratory and Radiology Services
(includes pre-admission testing)
Physician's Office
Qutpatient Hospital Facility

$15 per visit copay
No charge

Emergency Room/Urgent Care Facility (billed

by the facility as part of the ER/UC visit)
Independent X-ray and/or Lab facility
Independent X-ray and/or Lab facility in
conjunction with an ER visit

$50 per visit copay; waived if admitted

No charge
No charge after per visit copay

Advanced Radiological Imaging

(i.e. MRI's, MRA's, CT Scans, PET Scans, etc.)
Qutpatient Facility
Emergency Room/Urgent Care Facility
(billed by the facility as part of the ER/UC
visit)
Physician's Office

Notes;
The scan copay does not apply to inpatient
facility services
The scan copay is on a per type of scan
per day basis

$50 scan copay
$50 scan copay

$50 scan copay

Outpatient Short-Term Rehabilitative
Therapy and Chiropractic Care Services

60 days combined maximum per calendar

year: includes:

Physical Therapy

Speech Therapy

Occupational Therapy

Chiropractic Therapy

(includes Chiropractors)
Pulmonary Rehab

Cognitive Therapy

$15 per office visit copay: no charge after
the $15 per visit copay if only X-ray and/or
lab services are performed and billed.

XII
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BENEFIT HIGHLIGHTS

IN-NETWORK

Outpatient Cardiac Rehabilitation
Maximum: Up to 36 days per calendar year
(maximum may vary based on individual
member needs, not to exceed 36 days)

$15 per office visit copay

Services provided by a Mental Health
Professional

Home Health Care No Charge
Maximum: 60 days per calendar year
(includes outpatient private duty nursing
when approved as medically necessary).
Note: The maximum number of hours per
day is limited to 16 hours. Multiple visits
can occur in one day; with a visit defined as
a period of 2 hours or less {e.g. maximum of
8 visits per day).
Hospice
Inpatient Services No Charge
Qutpatient Services No Charge
Bereavement Counseling Setvices provided as
Hpart of Hospice Care Program.
Inpatient No Charge
Outpatient No Charge

Covered under Mental Health Benefit

Maternity Care Services
Initial Visit to confirm Pregnancy

All Subsequent Prenatal Visits, Postnatal
Visits and Physician's Delivery Charges
(i.e. global maternity fee)

Office visits in addition to the global maternity

{fee when performed by an OB or Specialist

Delivery - Facility (Inpatient Hospital,
Birthing Center)

$15 per office visit copay; no charge after
the $15 per visit copay if only X-ray and/or
lab services are performed and billed.

No Charge

$15 per office visit copay; no charge after
the $15 per visit copay if only X-ray and/or
lab services are performed and billed.

$100 per admission copay

Family Planning Services

Office visits, lab and radiology tests and
counseling

Maximum: subject to plan's $500
Preventive Care calendar year dollar
maximurm

$15 office visit copay; no charge after
the $15 per visit copay if only X-ray and/or
lab services are performed and hilled.
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BENEFIT HIGHLIGHTS

IN-NETWORK

Surgical Sterilization Procedure for
Vasectomy/Tubal Ligation (excludes reversals)
Inpatient Facility
Outpatient facility
Inpatient Physician's Services
Qutpatient Physician's Services
Physician‘s Office

$100 per admission copay

No Charge

No Charge

No Charge

No charge after the $15 per office visit
copay: no charge after the $15 per visit
copay if only X-ray and/or lab services are
performed and billed.

Infertility Treatment - Standard Benefit
Services not covered include:
Testing performed specifically to
determine the cause of infertility.

Treatment and/or procedures performed
specifically to restore fertility (e.g.
procedures to correct an infertility
condition).

Artificial means of becoming pregnant
are (e.g. Artificial Insemination, In-vitro,
GIFT, ZIFT, etc.)

Note: coverage will be provided for the
treatment of an underlying medical
condition up to the point an infertility
condition is diagnosed. Services will be
covered as any other illness.

Not Covered

Organ Transplant
Includes all medically appropriate,
non-experimental transplants
Inpatient Facility

$100 per admission copay

Physician's Services No Charge
Travel Services Maximum only available for |$10.000
Lifesource facilities
Durable Medical Equipment No Charge
External Prosthetic Appliances No Charge _

XII
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BENEFIT HIGHLIGHTS

IN-NETWORK

Mentai Health/ Substance Abuse

Please note the following regarding Mental
Health (MH) and Substance Abuse (SA)
benefit administration:
* Substance Abuse includes alcohol and
drug abuse services.

* Transition of care henefits are provided
for a 90 - day time period.

Mental Health/ Substance Abuse
{Combined)

Inpatient
Calendar Year Maximum: 30 days maximum-
Mental Health and substance Abuse
combined
Mental Health
Acute: based on a ratio of 1:1
Partial: based on a ratio of 2:1
Residential: based on a ratio of 2:1
Substance Abuse {Alcohol & Drug)
Acute Detox: requires 24 hour nursing:
based on a ratio of 1:1

Acute Inpatient Rehab: requires 24 hour
nursing: based on a ratio of 1:1
Panrtial: based on a ratio of 2:1
Residential: based on a ratio of 2:1

$100 per admission copay

Outpatient

Calendar Year maximum: 20 visits maximum
Mental Health and Substance Abuse
combined

$15 per visit copay

Outpatient Group Therapy Mental Health
(One group therapy session equals one
individual therapy sessions).

$15 per visit copay

intensive Culpatient
Maximum: up to 3 programs per calendar year
Based on a ratio of 1:1

$100 per program copay

Pre-existing Condition Limitation (PCL)

Pre-existing condition limitation (PCL) does
not apply to this plan.

Case Management

Coordinated by CIGNA Healthcare. This is a
service designated to provide assistance to
a patient who is at risk of developing
medical complexities or for whom a health
incident has precipitated a need for
rehabilitation or additional health care
support. The program strives to attain a
balance between quality and cost-effective
care while maximizing the patient’s quality

of life.

40

R

£y

M

k3

L}
a

1

L4

L4

Tyt ory

1



XII

Medical Benefit Exclusions (by way of example but not limited to):

Your plan provides coverage for medically necessary services. Your plan does not provide coverage for the
following except as required by law:

Wh

L

10.

12

13.

14.

15.

16.
17.

18.

19,

Care for health conditions that are required by state or local law to be treated in a public facility.
Care required by state or federal law to be supplied by a public school system or school district.
Care for military service disabilities treatable through governmental services if you are legally entitled to such
treatment and facilities are reasonably available.

Treatment of an iliness or injury which is due to war, declared or undeclared.

Charges for which you are not obligated to pay or for which you are not bilied or would not have been billed
except that you were covered under this Agreement.

Assistance in the activities of daily living, including but not limited to eating, bathing, dressing or other
Custodial Services or self-care activities, homemaker services and services primarily for rest, domiciliary or
convalescent care.

Any services and supplies for or in connection with experimental, investigational or unproven services,
Experimental, investigational and unproven services are medical, surgicai, diagnostic, psychiatric,
substance abuse or other health care technologies, supplies, treatments, procedures, drug therapies or
devices that are determined by the Healthplan Medical Director to be: Not demonstrated, through existing
peer-reviewed, evidence-based scientific literature to be safe and effective for treating or diagnosing the
condition or iliness for which its use is proposed; or Not approved by the U.S. Food and Drug Administration
(FDA} or other appropriate regulatory agency to be lawfully marketed for the proposed use; or The subject of
review or approval by an Institutional Review Board for the proposed use, except as provided in the “Clinical
Trials” section of “Section IV, Covered Services and Supplies;” or The subject of an ongoing phase I, Il or lll
clinical trial, except as provided in the “Clinical Trials"” section of “Section IV. Covered Services and Supplies.”
Cosmetic Surgery and Therapies. Cosmetic surgery or therapy is defined as surgery or therapy
performed to improve or alter appearance or self-esteem or to treat psychological symptomatology or
psychosocial complaints related to one’s appearance.

The following services are excluded from coverage regardless of clinical indications:
Abdominoplasty; Panniculectomy; Redundant skin surgery; Removal of skin tags; Acupressure;
Applied kinesiology; Rolfing: Prolotherapy; and Extracorporeal shock wave lithotripsy (ESWL) for
musculoskeletal and orthopedic conditions.

Treatment of TMJ disorder.

Dental treatment of the teeth, gums or structures directly supporting the teeth, including dental X-rays,
examinations, repairs. orthodontics, periodontics, casts, splints and services for dental malocclusion, for any
condition. However, charges made for services or supplies provided for or in connection with an
accidental injury to sound natural teeth are covered provided a continuous course of dental treatment is started
within 6 months of the accident. Sound natural teeth are defined as natural teeth that are free of active clinical
decay, have at least 50% bony support and are functional in the arch.

Medical and surgical services, initial and repeat, intended for the treatment or control of obesity,
including clinically severe {morbid) obesity, including: medical and surgical services to alter appearances or
physical changes that are the result of any surgery performed for the management of obesity or
clinically severe (morbid) obesity; and weight loss programs or treatments, whether prescribed or
recommended by a physician or under medical supervision.

Unless otherwise covered as a basic benefit, reports, evaluations, physical examinations, or
hospitalization not required for health reasons, including but not limited to employment, insurance or
government licenses, and court ordered, forensic, or custodial evaluations.

Court ordered treatment or hospitalization, unless such treatment is being sought by a
Participating Physician or otherwise covered under "Section IV, Covered Services and Supplies.”

Infertility services, infertility drugs, surgical or medical treatment programs for infertility, including
in vitro fertilization, gamete intrafallopian transfer (GIFT), zygote intrafallopian transfer (ZIFT),
variations of these procedures, and any costs associated with the collection, washing, preparation
or storage of sperm for artificial insemination (including donor fees). Cryopreservation of donor sperm and
eggs are also excluded from coverage.

Reversal of male and female voluntary sterilization procedures.

Transsexual surgery, including medical or psychological counseling and hormonal therapy in preparation for,
or subsequent to, any such surgery.

Any services, supplies, medications or drugs for the treatment of male or female sexual dysfunction such as,
but not limited to, treatment of erectile dysfunction (including penile implants), anorgasmia, and
premature ejaculation.

Medical and hospital care and costs for the infant child of a Dependent, unless this infant child is
otherwise eligible under the Agreement,
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Medical Benefit Exclusions (by way of example but not limited to): (continued)

20.

21.

22,

23.
24,

25.
26,
27.

28.

29,

30.

32.

33.
34,

35.

37.
39.
40.
41.

42.
43.

45,

42

Non-medical counseling or ancillary services, including, but not limited to Custodial Services,
education, training, vocational rehabilitation, behavioral training, biofeedback, neurofeedback,
hypnosis, sleep therapy, employment counseling, back to school, return-to-work services, work
hardening programs, driving safety, and services, training, educational therapy or other non-medical
ancillary services for learning disabilities, developmental delays, autism or mental retardation.
Therapy or treatment intended primarily to improve or maintain general physical condition or for the
purpose of enhancing Job, school, athletic or recreational performance, including, but not limited to
routine, long-term or maintenance care which is provided after the resolution of the acute medical
problem and when significant therapeutic improvement is not expected.

Consumable medical supplies other than ostomy supplies and urinary catheters. Excluded
supplies include, but are not limited to bandages and other disposable medical supplies, skin preparations
and test strips, except as specified in the "Inpatient Hospital Services,” "Outpatient Facility Services,"”
"Home Health Services" or “Breast Reconstruction and Breast Prostheses” sections of "Section IV.
Covered Services and Supplies.”

Private hospital rooms and/or private duty nursing except as provided in the Home Health Services
section of “Section V. Covered Services and Supplies”.

Personal or comfort items such as personal care kits provided on admission to a hospital, television,
telephone, newborn infant photographs, complimentary meals, birth announcements, and other articles
which are not for the specific treatment of illness or injury.

Artificial aids, including but not limited to corrective orthopedic shoes, arch supports, elastic stockings,
garter belts, corsets, dentures and wigs.

Hearing aids, including, but not limited to semi-implantable hearing devices, audiant bone conductors
and Bone Anchored Hearing Aids {BAHAs). A hearing aid is any device that amplifies sound.
Aids or devices that assist with non-verbal communications, including, but not limited to
communication boards, pre-recorded speech devices, laptop computers, desktop computers, Personal
Digital Assistants (PDAs), Braille typewriters, visual alert systems for the deaf and memory books.

Eyeglass lenses and frames and contact lenses (except for the first pair of contact lenses for treatment
of keratoconus or postcataract surgery).

Routine refraction, eye exercises and surgical treatment for the correction of a refractive error, including
radial keratotomy.

Treatment by acupuncture.

All non-injectable prescription drugs, injectable prescription drugs that do not require physician
supervision and are typically considered self-administered drugs, non-prescription drugs, and
investigational and experimental drugs, except as provided in "Section IV. Covered Services and Supplies.”
Routine foot care, including the paring and removing of corns and calluses or trimming of nails.
However, services associated with foot care for diabetes and peripheral vascular disease are covered when
Medically Necessary.

Membership costs or fees associated with health clubs, weight loss programs and smoking cessation
programs.

Genetic screening or pre-implantation genetic screening. General population-based genetic screening is a
testing method performed in the absence of any symptoms or any significant, proven risk factors for
genetically-linked inheritable disease.

Dental implants for any condition.

Fees associated with the collection or donation of blood or blood products, except for autologous
donation in anticipation of scheduled services where in the Heaithplan Medical Director’s opinion the
likelihood of excess blood loss is such that transfusion is an expected adjunct to surgery.
Bleod administration for the purpose of general improvement in physical condition.
Cost of biologicals that are immunizations or medications for the purpose of travel, or to protect against
occupational hazards and risks.

Cosmetics, dietary supplements and health and beauty aids.

All nutritional supplements and formulae are exciuded. except for infant formula needed for the treatment of
inborn errors of metabolism.

Expenses incurred for medical treatment by a persen age 65 or older, who is covered under this
Agreement as a retiree, or his Dependents, when payment is denied by the Medicare plan because
treatment was not received from a Participating Provider of the Medicare plan.

Expenses incurred for medical treatment when payment is denied by the Primary Plan because treatment was
not received from a Participating Provider of the Primary Plan.

Services for or in connection with an injury or illness arising out of, or in the course of, any employment
for wage or profit.

Telephone, e-mail & Internet consultations and telemedicine.

Massage Therapy

R SR N B B

"y

r

rIr vy v vty Ty Ny

‘Y



X1

This Benefit Summary highlights some of the benefits available under your plan. A complete description regarding the
terms of coverage, exclusions and limitations, including legislated benefits, will be provided in your Group
Service Agreement or Certificate.

Benefits are insured and/or administered by Connectlicut General Life insurance Company.

"CIGNA HealthCare™ refers to various operating subsidiaries of CIGNA Corporation. Products and services are provided by these subsidiaries and not
by CIGNA Corporation. These subsidiaries include Connecticut General Life Insurance Company, CIGNA Vision Care, Inc., Tel-Drug, inc. and its
affiliates, CIGNA Behavioral Health, Inc.. Intracorp, and HMQ or service company subsidiaries of CIGNA Health Corporation and CIGNA Dental Health,
Inc, "CIGNA Tel-Drug- refers to Tel-Drug. Inc. and Tei-Drug of Pennsylvania, L.L.C., which are also operating subsidiaries of CIGNA Corporation.

Section 3. Health Care Benefits for Future Retirees or Survivors Effective for Retiremenis on or after January 1, 1993,

a. General Information

(1)
(2)

{3

(4)

Retirees with less than ten (10) years of credited service will not be eligible for retiree health care for
themselves, dependents or survivors.

Should the reliree or dependent/survivor elecl not to pay any cost in excess of the applicable Company
contributions. the retiree and dependent/survivor of such retiree will no longer qualify for Company heaith
care or HMO coverage. In such instances, the health care may be reinstated one {1} time with
satisfactory evidence of insurability.

The health care coverage for a retiree or survivor and the eligible spouse will be based on the age of the
eligible individual. The benefits will be different if both are not eligible for Medicare. Those individuals that
are not eligible for Medicare will have benefits as described in Article XIl, Section 3.b. Those individuals that
are eligible for Medicare will have benefits as described in Aricle Xl Section 3.c.
Dental benefits as well as the new vision and hearing programs provided to aclive employees do not apply
to retirees.

b. Health Care Benefits Before Age Sixty-five (65) (non-Medicare eligible)

(1)

Retirees or dependents/survivors who qualify for retiree health care will be entitled to Company health
care contributions calculated on a percent of cost basis using the following table:

Years of Credited Service Retiree Dependent or Survivor
30 100% 75%
29 97% 75%
28 949%, 75%
27 91% 75%
26 88% 5%
25 85%, 75%
24 82% 75%
23 79% 75%
22 76% 75%
21 73% 73%
20 70% 70%
19 67% 67%
18 64% 64%
17 61% 61%
16 58% 58%
15 55% 55%
14 52% 52%,
13 49% 49%
12 46% 46%
1 43% A3%
10 40% 40%

For disability retirements, service will be projected from the retirement date to age sixty-five (65) to determine the percent
of contribution under this schedule.

(2}
3}

(4)

The annual Company contribution maximum is seventy-eight hundred dollars (§7800).
The Company will offer two plans. The plan design is as given in the document entitled “Retiree
for Blue Cross Blue Shield Plans Plan Year 2007.” The $7800 cap as described in Article XIl (2)
applies; however, for plan years 2008 and 2009 (January 1, 2008 through December 31, 2009), the
stipulated claims cost per plan participant will be $7800 annually for the Essential Plan to allow
time to develop claims history (i.e. for those two years, a 30-year employee will have a monthly
contribution of $0 and the dependent will have a contribution of $163). Beginning with the 2010
plan year (January 1, 2010 through December 31, 2010) the contribution will be calculated based
on actual claims per Letter of Agreement 17 of the Collective Bargaining Agreement. For plan
years 2008 and 2009, the cost of the Premium Plan will be $100.00 more per participant than the
Essentials Plan. Thereafter, the pre-65 Premium Pian will have a contribution rate equal to the pre-65
Essential Plan contribution rate PLUS 100% of the excess in plan cost per participant, if any, over
the pre-65 Essentials plan.

The Company contribution percent in Article XII. Section 3.b(1) will be applied to the lesser of the actual
cost or the Company contribution maximum in Article Xll. Section 3.b(2) when calculating the actual
Company contribution for the retiree or dependent/survivor. 43
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Section 3. Health Care Benefits for Future Retirees or Survivors Effective for Retirements on or after
January 1, 1993. (continued)

(5) The Company health care plan for retirees, dependents or survivors under age sixty-five (65) (non Medicare
eligible) will be the Essentials and Premium Plan as shown below:

Retiree Summary - Your Share of Costs
Blue Cross Blue Shield Plans
UAW Non-Medicare Eligible Retirees

BCBS Premium PPO BCBS Healthcare Essentials
In Network | Out-of-Network| In Network | Out-of-Network
Office Visits $20 copay; all |After deductible,$20 copay; all |After deductible,
Primary Care ' other services |40% of URC other services |40% of URC
10% after charges 10% after charges
deductible deductible ’

Specialist Office [$40 copay; all |After deductible,$40 copay; all |After deductible,
Visit (No referrral |other services 40% of URC other services [40% of URC

required) 10% after charges 10% after charges
deductible * deductible *
BENEFIT PLAN YEAR DEDUCTIBLES
Individual $200 $400 $500 $800
Family $400 $800 $1.000 $1,600
1) Coinsurance
[10% |40% 110% 140%
BENEFIT PLAN YEAR OUT-OF-POCKET MAXIMUM (INCLUDES BENEFIT PLAN YEAR
DEDUCTIBLE)
Individual $1,200 $4,400 $3,000 $5.000
Family $2,400 $8,.800 $6.,000 $10,000
Lifetime 5 million per person; includes all medical care, prescription drugs
Maximum and mental health and substance abuse treatments.
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Retiree Summary - UAW Non-Medicare Eligible Retireas

BCBS Premimun PPO

BCBS Healthcare Essentials

In-Network

| Out-of-Network

In-Network

| Out-of-Network

WELLNESS

Wellness Physicals
For adults and children
over age 5. 5400

annual maximum $20 copay. You . $20 copay. You |After deductible.
combined per person |pay all costs over After deductible, |, ai| costs over [40% of URC
in - and out-of- $400 and it does not |10% of URC $400 and it does |charges
network). This count toward charges not count toward
maximum applies to deductible. deductible.
PPO Plans only.
Charges over 3400 not
covered,
Well Child Care $20 copay After deductible, ($20 copay After deductible,
(through age §) 40% of URC 40% of URC
Unlimited charges charges
ACUTE AND EMERGENCY CARE

In-Network Out-of-Network In-Network Out-of-Network

In-patle:!f_i-lots_pltal 10% of charges ;\(l;t;r t:eljl;ztible, 10% of charges zf)t;r (:eLtj:I:gtlble.
(pre-certification after deductible 0 0 after deductible ° 0
required) charges charges
$50 copay plus $50 copay plus
0,
Emergency Room (ER) $50 copay plus 10% 40% of URC $50 copay plus 40% of URC
) - |of charges after 10% of charges
350 charge (waived If | 404y tibote charges after | rter deductible | 2rocs after
admitted) deductible’ deductible’
$20 copay; ;all other After deductible, $20 copay: all After deductible.
u t Care Facilit services 10% of 40% of URC other services 40% of URC
rgent Lare Faciliity charges after charoes 10% of charges h ° 5
deductible® g after deductible® |“"r9eS
e M0 oot rarges |t RSt ot chares 17 e
9 after deductible ° after deductible °
only) charges charges
(Sl:'reg:gtiﬁcation 10% of charges :(f)t"/eoro(:el;’:étlble‘ 10% of charges
pre= after deductible after deductible
required) charges
Skilled Nursing Facility
{precertification and 10% of charges Af'ier deductible, 10% of charges Aftoer deductible,
case management o 40% of URC » 40% of URC
. after deductible after deductible
required) 60-day charges charges
maximum per condition
:"‘:‘“e oot car®  10% of charges :;‘,Z’ e O!® |10% of charges ;e deCuEPIe:
pre-certy after deductible o after deductible >0
required) charges charges
Private Duty Nursing
(pre-certificationand | After deductible, After deductible.
case management 10% of charges 40% of URC 10% of charges 40% of URC
required) Monthly after deductible ° after deductible °
charges charges

maximum benefit:
$1.000 per person

XII
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Retiree Summary - UAW Non-Medicare Eligible Retirees

BCBS Premimun PPO BCBS Healthcare Essentials
In-Network Out-of -Network In-Network Qut-of-Network
Hospice Care . :
{pre-certification and {10% of charges :{f’t;ro(:e;: g'ble‘ 10% of charges :;t;r;:egz étlble'
case management after deductible chaor es after deductible chaor os
required) g s
Chiropractic Care . .
Benefit Plan Year ::gv;;:eza%;“;ther After deductible, :ﬁ?;_i‘:ti'c:“s
maximum: $1.000 per ° 40% of URC o Not Covered
erson: limit does not charges after charges 10% of charges
person: deductible after deductible
apply to X-rays
40 : 40 ay: .
340 copay: After deductible, |0 %P {afrer deductible.
Podiat all other services 40° all other services 40% of URC
odiatry 10% of charges ch:r of URC 10% of charges ch :r oes
after deductible ? ges after deductible’ 9
After deductible, After deductible.
10% of charges o 10% of charges o
Allergy serum after deductible |10 % ©f URC after deductible | 107 of URC
charges charges
Durable Medical After deductible After deductible,
. 10% of charges o ' [10% of charges o
Equipment and after deductible |0 Of URC after deductible |0 of URC
Supplies charges charges
PRESCRIPTION DRUGS
Generic Brand
Retail - up to 30-day
$10 per RX $35 per RX
supply P P
Mail Order - three $20 per RX for 2 month supply: 1 $70 per RX for 2 month supply: 1
month supply month free (per prescription) month free (per prescription)

If the cost of the prescription drug is less than your copay, you will pay the full cost of the drug.

Note: The information in this chart refers to the benefit plan year 2008. There may be changes from year to year.

1.

2,
3.

Note:

Examples of Primary Care Providers: General Practitioner, Internal Medicine, Pediatrician, OB/GYN,
Family Practitioner, and Chiropractor

URC: Usual, reasonable and customary

The provider will bill BCBS and you will receive an Explanation of Benefits instructing you to pay
any deductible or co-insurance that may apply. Any lab tests or other tests required by a
physician will be subject to deductible and coinsurance. Copay charges do not apply to your
deductibles or out-of-pocket maximums.

Iif your visit is for an emergency. you always receive in-network benefits. If your visit is not for an
emergency, your benefits are determined by your medical plan option as follows:

« At a network hospital, you receive in-network benefits

+ At an out-of-network hospital, you receive out-of-network benefits

Some PPO networks have contracts with urgent care facilities. At these facilities, your
treatment is subject to $50 per visit in addition to your plan deductible and coinsurance.

You must obtain pre-certification from Blue Cross Blue Shield whenever you are admitted to a hospital

or are scheduled for in-patient surgery. This applies to all inpatient procedures, unless it is an
emergency. If you do not pre-certify, you will pay a $500 penality.
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Section 3. Health Care Benefits for Future Retirees or Survivors Effective for Retirements on
or after January 1. 1993. (continued)

c. Health Care Benefits After Age 65 {or otherwise Medicare eligible)

{1

The company does not offer a plan to Medicare eligible retirees. A stipend of $125 per month per
participant is provided to retirees and eligible dependents and make available group coverage through
United Healthcare in a Medicare Advantage Plan or AARP Medigap and Enhanced RX Plan if the retiree
chooses. If at any time during the life of this agreement, there is no commercially availabie Medicare
Supplement Plans (i.e..Medigap/Medicare Advantage) offered, the Company will reinstate the current

capped Medicare Supplement Plan, placing the participant at their present lifetime maximum amount.

d. Certain Future Retirees

i

{2}

Certain fulure retirees will retain benefits in place of those previously outlined. This group includes
employees who on January 1, 1993. were age sixty-two (62) with ten (10) years credited service, age sixty
(60} with twenty (20) years credited service, or age fifty-five (55) with eighty-five (85) points. Upon
retirement and prior to age sixty-five {65), this group will retain the Health Care Plan coverage prior to July 1,
2005 identical to active employees as described in Article Xll, Secticn 2.a.. with the ten dollar ($10) mail
order drug plan outlined in Articte XII, Section 3.c{2), the service related Company contribution schedule
described in Article XIl. Section 3.b(1) will not apply, and there will be no maximum Company contribution
as described in Article XIl, Section 3.b(2). After age sixty-five (65), they will return to the pre-Health Care
Plan. This is the plan in effect and administered by Unicare immediately prior to January 1, 1993. This
group of retirees will qualify for the Medicare premium allowance outlined in Article X1, Section 3.d(3).

Upon retirement and prior to age sixty-five (65), future retirees who on January 1, 1993, were active
employees with age and credited service totaling seventy-five (75) points or more {age and credited
service calculated to the nearest month, added together and rounded up to the next whole number) will have
the same plan as described in Article Xll, Section 3.b. However, the service-related contribution schedule
described in Article XII. Section 3.b(1) will not apply.

(3) Employees identified in Article X1l Section 3.d.(1) and (2) will receive a premium allowance toward Part B
of Medicare in the amount of twenty-eight dollars and eighty cents {$28.80) per month provided that they
are not receiving the $125 stipend per Article Xll section c. above. To receive this allowance, retirees
and their dependents who are eligible for the Company's health care coverage must satisfactority prove to
the Company that they are enrolled in Part B of Medicare.

e. Employees Hired After January 1, 2008
{1 Employees hired after January 1, 2008 are not eligible for retiree healthcare.

Section 4. Disability Plan

It being expressly understood that the Disability Plan agreed to under Article XII, Section 1 will govern, the provisions thereof will

continue except where modified as follows:

a. For disabilities that occur on or after each of the following effective dates, weekly short-term disability benefits will
be payable in accordance with the following schedule:

Labor Grade Effective October 1, 2000
o 416
L 4110
] 344
2 ara
283
4 297
o 332
£ 17
T Nz
B9 &0 JEE

The weekly benefit eligibility is determined by the employee's labor grade on the last day worked immediately
preceding the disability. The benefits described above will be reduced by any primary benefit payable to the
empiloyee from workers’ compensation and any initial primary amounts payable from Social Security.
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Section 4. Disability Plan (continued)

b. For work-related injuries which occur on or after October 2, 2000, the following will apply.

(1)

(2)

3

(4)

()

(6)

If the employee chooses to participate in the company Occupational Health Care program and agrees to

remain under the care of the Company approved occupational disability physician network and the claim

is found compensable under workers' compensation.

(a) The employee will receive, up to a maximum of sixty six (66) work days within a rolling 12 month
period, payment of an amount equal to one hundred percent {100%) of base pay less taxes
starting from the reported date of injury. When the employee’s claim has been given a
maximum medical improvement {MMI} rating the employee will be ineligible to receive any
additional funds under the OHC program. However., an employee reaching MMI may be eligible
for benefits under the Company provided disability plan.

(b) The OHC payment will come from two {2) sources: Company supplemental pay and the
workers’ compensation benefit paid by the carrier.
(c) The payment will be calculated so the employee will not experience a decrease in net

take-home pay by taking into consideration that the workers' compensation payment is not taxable.
If the employee does not choose to remain under the care of the Company approved occupational
disability physician network, the employee will be ineligible for the sixty six (66} work days of
supplementary payments and any of these payments advanced to the employee will result in an
overpayment that is immediately due to the company.
Should the employee remain disabled and absent from work for a total of sixty six (66) work days within
a rolling 12 month period, the supplemental payments shall cease and the weekly disability benefit shall
be limited to the workers’ compensation payment applicable under state workers’ compensation law.
If an employee returns to work and has not exhausted the sixty six (66) work day limit in a rolling twelve {12)
month period, a subsequent absence (even if related to the prior absence) is treated as a new absence
and the employee again has the option of whether to be under the care of the Company approved occupational
disability physician network, provided the change of treating physician is approved by the Texas Workers'
Compensation Commission in accordance with current TWCC rules and regulations or provisions under
section 4.b.{2) as outlined above.
As long as the employee is complying with the treatment plan established by the Company-approved

occupational disability physician network, the employee is eligible for supplemental pay for the relevant injury,

in accordance with Section 4b {1). If the employee does not follow the treatment plan, the
employee is considered non-compliant and owes the company any supplemental pay the employee has
received.

(Insert from Letter of agreement dated 7/8/93)

In those cases where a second or third shift employee qualifies for one hundred percent (100%) pay and
physical therapy is recommended by the approved occupational disability physician network, an attempt
will be made to schedule the physical therapy at the beginning of the shift for second shift employees and
at the end of the shift for third shift employees. If such scheduling is not practical, the physical therapy will be
scheduled outside the shift and a corresponding amount of time off with pay will be granted from the
employee's shift. In no case will payments caused by physical therapy be at a premium rate.

c. Long-Term Disability
Effective 7/1/2008, Vought will provide for employees whose pensions benefit were frozen on 1/1/2008 or who
were hired after the freeze an insured long-term disability plan as described in the plan description.

Section 5. New Provisions - Life Insurance Plan

It being expressly understood that the Life Insurance Plan agreed to under Article X1, Section 1 will govern, the provisions thereof

will continue except where modified as follows:

a. The current accidental death benefit while traveling on company business is one hundred thousand dollars ($100,000).

b. Employees on an approved leave of absence or with an approved waiver of premium life insurance
continuation retain the amount of life insurance in effect on their last day at work. For deaths which occur on or after
the following dates, life insurance payments will be either a basic amount if death is by natural causes or two (2) times
the basic amount if death is by accidental causes.

(1

48

For deaths of employees who were actively at work on or after October 1, 2007, the following schedule
will apply:
Basic Amount or Accidental Death Amount
$50,000 $100,000
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Section 5. New Provisions - Life Insurance Plan {continued)

C. Dependent Life Insurance
Effective October 1, 2007, optional dependent life insurance coverage will continue to be available through
payroll deductions of forty-eight cents ($.48) per week for the following levels of coverage:
Spouse: $20,000
Child(ren): $10,000
These group rates are subject to periodic review by the insurance company and may be adjusted during the life of
this Agreement based on claim experience. Definitions of dependents are the same as the health care definitions,
provided that employees' spouses who are also employees of the Company may be covered by this Dependent Life
Insurance until such time as the insurance company elects nct to provide the dependent coverage due to a conflict of
state insurance laws. Coverage will remain in effect until the conflict is disclosed to the employee in writing by the
insurance company and premiums are discontinued.
d. Optional Employee Life Insurance
The Company will offer optional employee life insurance at multiples of the employee’s annual rate of pay
effective date of enrollment in multiples of 1, 2, 3 or 4 times employees pay. Evidence of insurability may be
required for increases in coverage or enroliment after the initial enrollment period to meet underwriting
requirements. For the time period January 1, 2008 through June 30, 2008, the rate per $1,000 of insurance
weekly is given below.
PAYROLL DEDUCTION FOR OPTIONAL LIFE INSURANCE

Age Rat_e with Disability

Waiver of Premium
Under 25 $0.063
25-29 $0.075
30-34 $0.100
35-39 $0.112
40-44 $0.125
45-49 $0.169
50-54 $0.259
55-59 $0.485
60-64 $0.826
65-69 $1.589
70+ $2.577

*Rate is per $1,000 of coverage
Rates will be re-established annually beginning with the July 1, 2008 through June 30, 2009 plan year, based
on claims experience.

Section 6. Subject Next to Negotiations

The provisions of the Health Care Plan, Flexible Spending Account, Disability Plan. and Life Insurance Plan will be subject
next to negotiations upon expiration of this Agreement.

Section 7. Disability Retirement

Effective January 1, 1996, for employees with 75 or more points, the definition of disability shall be defined as a physical
or mental condition which totally and presumably permanently prevents a participant from engaging in his/her own job for
the Company. To be eligible for this provision, employees must be disabled for 52 weeks or longer and must not have
been previously disposed by the Retirement Committee. For employees with less than 75 points, the definition of “disability™ shall
remain unchanged.

Section 8. Dental Benefit Options
For Active Employees, the current provisions of the Unicare Dental plan remain unchanged.

a. Dental prescriptions will be covered under section 2
b. Sealant will be covered at one hundred percent (100%) of the reasonable charge for dependants under 19
c. $2,000 annual maximum

Effective July 1, 2005 another coverage option (Delta Dental Care Plus Orthodontic) will be available to UAW represented
employees. The employee weekly contributions for the new option are as follows:

July 1. 2008, through June 30, 2011
Ermplayee 1nly 250
Emiploges & Family 4 56

49



XIII

ARTICLE XIlII
RETIREMENT PLANS

Section 1. Agreement

A Retirement Plan and a Savings and Investment Plan have been agreed to by the Parties. The provisions of these plans will be
applicable to employees represented by the Union for the term of such plans and in accordance with the provisions thereof.

Section 2. New Provisions - Retirement Plan

It being expressly understood that the Retirement Plan agreed to under Article XIIl, Section 1 will govern, the provisions thereof
will continue except where modified as follows:
a. Basic Pension Rates
(1) Increase the pension multiplier from $55 to $60 for retirements on or after January 1, 2008 for
employees who have sixteen (16) years of service or more, as of December 31, 2007 as established in
Article VIl of the collective bargaining agreement.

(2) Effective December 31, 2007 employees with less than sixteen (16) years of service per Article VIl of the
collective bargaining agreement as of December 31, 2007, will have their pension benefit frozen.
. No further credited service will be counted toward benefit accrual for this plan after
December 31, 2007.
. Employees will retain what they earn under their plan before the freeze ($55 multiplier for years
of service as of December 31, 2007)
. Employees in the plan as of December 31, 2007, will continue to accrue vesting service
and early retirement service under the pension plan after December 31, 2007.
b. Retiree Bonus
(Nm Retirees who retired directly from the bargaining unit or their surviving spouses who are in pay status,

and who are receiving retirement benefits on any September 1 of the years 2008, 2009. and 2010 will
receive five hundred dollars {$500) every September for all applicable years they remain in pay status.
C. Early Retirement Supplement (LISA)- No Change for employees for greater than 16 years, for changes in
less than 16 years, below:
If you had sixteen or more years of seniority as of December 31, 2007, the amount of the Supplemental
Early Retirement Benefit is an unreduced benefit determined using the Normal Retirement formula, plus
an extra $550 each month. This additional $550 each month ends on the earliest to occur of the date you
are entitled to receive (subject to application) 80% of your Social Security benefit, the date you are etigible
{due to disability) for unreduced Social Security benefits, or the date of your death.

If you had less than sixteen years of seniority as of December 31, 2007, the amcunt of the Supplemental Early
Retirement Benefit is an unreduced benefit determined using the Normal Retirement formula, plus an
extra amount as calculated below:

{Years of Credited Service as of 12/31/07 [/ Projected Years of Credited Service at First
Retirement Eligibility} X $550/month

Projected Years of Credited Service at First Retirement Eligibility is defined as the credited service the
employee would have as of the date the Supplementat Early Retirement Benefit could first become
payable, assuming the employee works full time in covered employment from December 31, 2007 until such date.
For example, if an employee has 10 years of credited service as of December 31, 2007 and has 30 years
of credited service at age 55 (when first eligible for the Supplemental Early Retirement Benefit), the
extra amount of the Supplemental Early Retirement Benefit would be (10/30) X $550 or $183.33.
The Supplemental Early Retirement Benefit ends on the earliest to occur of the date you are entitled to
receive (subject to application) 80% of your Social Security benefit, the date you are eligible (due to
disability) for unreduced Social Security benefits, or the date of your death.

Section 3. Transition and Bridge Survivor Benefits/Lump Sum Death Benefit

Effective for all deaths on or after October 1, 2000, the Transition Survivor Income Benefit shall be increased from one
hundred seventy five dollars ($175) to three hundred fifty dollars ($350) per month, and the Bridge Survivor Income benefit shall
be increased from three hundred ($300) to four hundred seventy-five dollars ($475) per month.

For employees not subject to the pension freeze, the benefit will continue as set forth above. For employees
subject to the freeze, no new entrants will be accepted into the Transition and Bridge Benefits/Lump Sum Death Benefit
after December 31, 2007.

Section 4. Subject Next to Negotiations

The provisions of the Retirement Plan and the Savings and Investment Plan will be subject next to negotiations upon
expiration of this Agreement.
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XII1

Section 5. Retirement Contribution Account

Effective January 1, 2008, for employees with less than sixteen (16} years of service as established in Article VIl of the
collective bargaining agreement as of December 31, 2007, Vought will begin making contributions equai to 3% of your
eligible earnings each week or $45, whichever is greater, into your Retirement Contribution Account (RCA), within the
Vought SIP. (Service shall be calculated as an employee’s UAW senicrity date.}

. Minimum $45 RCA contribution affects all employees making less than $1,500 per week

. The contribution is separate from the company match on employee contributions to the SIP

. If the employee does not currently have a SIP account, one will be created for this retirement
contribution

. For any employee with two years or more of service, these funds are fully-vested

. When you leave the Company, these funds may be rolled over into an IRA or another plan that
accepts contributions

. Funds invested at the employee’s discretion, similar to other SIP funds

Employees hired on or after October 1. 2007 will not participate in the Vought Aircraft Industries. Inc, Hourly
Retirement Plan. To allow time to program the various benefit systems, the Company will track an employee’s
weeks of service from hire date to December 31, 2007 and make a contribution equal to 3% or $45.00 (whichever is
greater) per each week an employee received pay from the date of hire through December 31, 2007 to his RCA. Said con-
tribution(s) will be made no later than December 31, 2007.

Section 6: 401(k) Match
Effective January 1, 2008, Vought will offer a 401k match on employee contributions as set forth below:

The match is contributed weekly to funds chosen by the employee.
The match vesting period is two (2) years of service so all employees with two (2) or more years of service will have their

match vested 100% with the first contribution. (When the employee leaves the Company, these funds may be rolled
over into an IRA or another plan that accepts contributions}

Total Tax-deferred and After-tax

Contributions by Employee Company Matching Percentage

The first 2% 100%
The next 4% 50%
Contributions over 6% No match given
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Section

a.

ARTICLE XIV
STRIKES, SLOWDOWNS, STOPPAGES AND LOCKOUTS

1. No Strike

During the life of this Agreement, the Union will not authorize, cause, engage in, sanction. assist or permit its
members to cause, nor will any member of the Union take part in any slowdown, work stoppage or strike, or any
curtailment of work or restriction of production or interference with production of the Company. The Union will not
cause or permit its members to cause, nor will any member of the Union take part in any slowdown, work stoppage or
strike of the Company's operations, or picket any of the Company's plants or premises.
In the event that any member or members of the local Union or the international Union should call, engage in,
sanction or assist in any unauthorized slowdown, work stoppage or strike against the Company, or should refuse
to perform services duly assigned when directed to do so by the Company, the Company agrees that it will not file or
prosecute any action for damages arising out of said unauthorized slowdown, work stoppage, strike or refusal to
perform services, provided that the local Union, its officers and representatives comply with the following
provisions:

(1) That each of them jointly and severally will immediately, and in no event later than twenty-four {24) hours,
disavow and refuse to recognize any picket line or lines established as a result of said unauthorized
slowdown, work stoppage or strike against the Company or refusal to perform services; that each of them will
instruct their members by posting written notices throughout the plant, or by newspaper ads or other
communication media not to respect or recognize any said picket line or lines; and in addition, each will do
everything within his respective powers to secure the disestablishment and disbanding of any said picket line

or lines.

(2) That each of them jointly and severally will immediately take or cause to be taken all affirmative action to
demand, cause and require each and every member to perform the terms and conditions of this
Agreement.

(3) If any employee fails to return to work immediately or refuses to perform services duly assigned when

directed to do so by the Company after action is taken by the Union as set forth in Article XIV, Section 1.b(1}
and {2), the Union agrees that the Company may take whatever disciplinary action it deems
appropriate, including discharge, and that the degree of such disciplinary action will not be reviewable through
the grievance and arbitration procedure provided for in this Agreement.

4) Nothing in this article will preclude any right to which the Company previously was entitled to seek legal
or other redress of any individual who has caused damage to, or injury to. or loss of Company property.
nor does the Company cede any rights in this regard to which it may be entitled by future legislation.

Section 2. No Lockout

During the term of this Agreement, the Company will not cause, permit or engage in any lockout of its employees.
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XV

ARTICLE XV
CHECKOFF AGREEMENT

Section 1. Authorization for Union Dues

a.

The Company agrees to deduct Union dues in the amount of two {2} hours of the employee’s hourly base rate, plus
two (2) hours of COLA, plus any other amount that may be established by the Union each month from the earnings
of an employee who authorizes such deductions by signing the authorization form provided for this purpose. Such
deductions will be made in accordance with the provisions of the authorization form.
The Company's obligation to make such deductions will terminate automatically upon the termination of the
employee or upon his transfer to a plant, union or job not covered by this Agreement. Employees who are
transferred out of the collective bargaining unit into supervisory positions will have, in addition {o their normal
withdrawal period, thirly (30) days following their transfer to revoke or withdraw their checkoff authorization by so
notifying the Company and the Union by letter. However, in compliance with the 1985 NLRB ruling. the Company
will not resume deduction of Union dues on an employee rehired without seniority until such time a new
authorization card is signed by the employee. Deductions will be resumed, however, under the following conditions:

{1) If an employee is recalled or rehired with seniority. provided such employee's authorization has not been
revoked by him dunng a revocation or withdrawal period; provided also, that the resumed deductions will
begin with the employee's earnings for the first payroll week of the next calendar month following such
recall or rehire.

(2) If a former collective bargaining unit employee is transferred back to a job covered by this Agreement,
provided that such employee's authorization has not been revoked by him during a revocation or
withdrawal period that occurred while he was not in the collective bargaining unit; provided also, that the
resumed deductions will begin with the employee's earnings for the first payroll week of the next
calendar month following such transfer.

{3) In the event of a month beginning with a split week, the date of the check compensating for said work will
constitute the eligibility for a Union dues deduction in current month.

On dues week, represented employees who have authorized a dues checkoff will have dues deducted. based on

deduction priority, if their earnings during the week are sufficient to permit the deduction. It is not required that the

check be for forty (40) or more hours if the earnings are sufficient to permit the deduction.

The Union agrees that it will indemnify and save the Company harm from any and all liability, claim, responsibility,

damage or suit that may arise out of any action taken by the Company in accordance with the terms of this

section or the terms of this article in reliance upon the authorization mentioned herein.

Section 2. Application of Checkoff

a.

The authorization form for checkoff of dues to be used by employees for the purpose of authorizing the Company
to deduct monthly Union dues from their earnings and to assign such sums to the Union is attached and made a
part of this Agreement.

The Union will assume full responsibility for the distribution and collection of such authorization cards and
guarantees that such distribution and collection will not take place during working hours on Company premises.
Each authorization card will be signed by the employee who authorized the deduction together with a witness to his
signing and the date of signing.

All authorization for cards will be submitted by the Union to the Director of Labor Relations or his designated
representative on or before the Friday before the week in which they are lo become effective. Such cards will be
transmitted to the Director of Labor Relations or his designated representative by a letter of transmittal, signed by
an authorized officer of the Union and listing thereon the name, unit, and employee number.

If an employee’'s earnings for the first payroll week of a calendar month are insufficient to permit the full deduction.
then the deduction will be taken from the employee’s earnings in the first, second. third, or fourth payroll weeks in
which his earnings are sufficient. The Union will be provided with weekly catch-up reports and a check representing said
deductions.

Monthly union dues will be deducted from vacation checks.

A check in the total amount of the sum deducted on account of dues will be drawn each month to the order of
Local 848. International Union, United Autornobile, Aerospace and Agricultural Implement Workers of America, UAW,
and will be hand-delivered to the financial secretary thereof.

A statement of the total Unicn dues deducted will be included on the employee's annual W-2.

The Company will forward to the Union each month in employee number order the following information:

(1) The names and employee numbers of employees who authorized deduction of Union dues and from
whose wages such deductions have been made during the current month.
{2} The names and employee numbers of employees who authorized the deduction of Union dues and from

whose wages no such deduction was made because of insufficient earnings during the pay period for
which the deduction was autherized.

{3) A list of all employees. including base rate and COLA. if any, identifying those employees who have not
submitted to the Company an autherization for checkoff of dues.
(4) The names and employee numbers of employees who authorized such deductions but whose authorization

became ineffective pursuant to Article XV, Section 1.b. by reason of the termination of therr employment
or their transfer or layoff. 53
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Section 2. Application of Checkoff (continued)
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The Company will furnish the Union monthly an alphabetical list of all employees and their employee numbers
identifying Union members.
The monthly Union dues provided for herein will be deducted from the authorizing employee's earnings for the
first payroll week of the calendar month. However, if an employee's earnings for the first payroll week of a
calendar month are insufficient to permit the full deduction, then the deduction will be taken from the employee's
earnings in the first of the second. third or fourth payroll weeks in which his earnings are sufficient. Monthly Union
dues deductions will not exceed the dues amount as set by the Union. Further, the Company will not be required to
make a double deduction from an employee's subsequent menthly earnings if his weekly earnings in each of his
preceding month's first four {4) payroll weeks were insufficient to permit a deduction.
The maximum monthly deduction provided for herein is the amount of the Union dues for one (1) calendar month,
except in the case of the resumption of deductions from the earnings of an employee recalled, rehired with
seniority or transferred from a non-colleclive bargaining unit job into the bargaining unit, as provided for in
Article XIIl, Section 8.b of the Agreement dated October 1, 1962. The maximum monthly deductions from such an
employee's earnings for the first calendar month subsequent to recall, rehire or transfer are:
(1) The monthly Union dues for the first calendar month; and
(2) The monthly Union dues for the month preceding the first calendar month. [f the eamings of such
recalled, rehired or transferred employees are subjected to menthly deductions as described. the
deductions will he made in the first four {4) payroll weeks of the calendar month in the following manner:
one (1) deduction will be taken from the employee's earnings for the first payroll week in which his
earnings are sufficient, and the other deductions will be taken from the next payroll week in which
his earnings are sufficient.
The interpretation and application of "date of delivery” as it appears in the authorization form referenced in Article XV.
Section 1, and which is shown in Article XV, Section 3, will be:
"Date of Delivery" -- the date of delivery will be the date the Company actually receives the authorization for
checkoff of Union dues, as evidenced by the date and time stamped on each card by a date and time-recording machine.
The Company will furnish the Union, during reguiar business hours Monday through Friday, access to union dues
history data via on-line computer terminal located in the Local 848 business office.
The Company will furnish the Union, during regular business hours Monday through Friday, access to Union
members' employment history data via on-line computer terminal located in the Local 848 business office.
The Company will provide the Union with a weekly computer file of any regular union dues or catchup dues it may
have taken in that week's payroll processing.
The Company will provide the Union monthly with a clock number listing of any employees that had regular union
dues taken on dues night and did not subsequently work forty (40) hours during the dues period.
The Company's agreement to furnish to the Unicn certain dues information contained above will not automatically
cease on any termination of this Agreement, but will terminate ninety (90) days after notice to the Union by
certified mail from the date as set forth under Article XX, Section 1.b.
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Copy of Authorization Card

REV-3-03 SPECIAL OFFICIAL APPLICATION FOR MEMBERSHIP Pantod nn ULS A

INTERNATIONAL UNION, UNITED AUTOMOBILE, AEROSPACE & AGRICULTURAL IMPLEMENT
WORKERS OF AMERICA {UAW)

o

CETAOIT MICHIGAN 48214
DATC
MARE : CLOCK MO SF ¥
ADRDAR S o CITY FIF I00E
UMIT BIHTHDATE- SOCAL SECURITY NG
I hereby cesgrale select an:d empowsn he Inleraananal Umon Unded Aatomabie Asospace dne Agneullual
lingernent Yhatkare b Arena LAV S& dgenrs af repesanialves o act I Me as my onrivssws iopieannlataeg e the

purpeses of nnbsagive Bargameg o e spet Ates of Ly w3g2a, Durs O 2maymeanl OF aher canoinoes tb gl
ncnl arc in crirings tracta weler s
ATy rrermbas s s Saet Ll s
thE Gl s dedand, nminct nr
pavalle 1o s3id Unocn and i hergby
rriacde Ly e, o any Otrer repnss

I lurtier reavocablby design: ] Uhruon eclsoty b appdar ane sel lae me and e
my Letall petore ity Ooarg cone Somnitioe S0 olnas mbaeal o any mostor attanlineg my st s dan emplayes o sy
el of tha Sant Drein Ant feclus iy 10 A28 1S My ANAnt 13 mpiascnt ang bingd mom e o
wfustniem and setllement of A qreeasces, coumplants or fspates of any wind or chivacler a
eqoyke ftelabansiap as Py awl e albntents And ponfaodss

boteuge iy nondn 1o tathilgtly abgeree he G
Slatos vor the Dormee OF Canada Js the cdasd ey e 1 2amaly wam sl ne nales ams sagulite
e nn: ool bo dsaige O ke Srerwn sy e ate praceadings of e Unon o tadafudy nadeom all thie Joles assgnod
W mie 1ot st ol vy atedty and skl to se canduet mys Al EM2% A% NN oAng rolroach npon ny teaen, s
ab il NNOS fe Boar e and Iabitad alleyance s b ngsrnaioeal Uman “Uaimn AuDmoiie Acmorg: ardl doneallkns
Impinme ~t Wopsess o Arnenca (JAW)

2y all %
a0 My Smpd

for ary st paepaees
AUNTNSE ANt ST PT N R

aoout el e o
L2 IR Gl G e sy st
shtutivas anedg i woal the Uimion anr the: Lonstiutaon o e dodon

L] T TIon|

tArphzant's Sgnatirc;

Hnesss grarurei Cloch Moy

AUTHORIZATION FOR CHECK-OFF OF DUES

IO Yhaught Arcatt Ind 3t Mabas Teras Lockbisad Bartin MEC al Didiag, Tewss: Fagttean Comgany al Szt Tovas
atin) g athar Pwisics at uhersz drosens covnss] by muhoal agreement betwear the sabes o ud 42 Ly the- R LA B
L b ceee2ipd Sy the canbheaton hsted o Arkele B Zechor | tho sqreemnnt 2

weitial e D D,
Moy

UK UMT

I Farety agagn 1o Lonad 248 Intematanal L, Unibee Agtoivotnbe. Agrospace and Agroubiaray Implemesnt Workors
o Armnens o, tm any P EaTets BTN PR FON O [ a s | hy NF L v IE nmL,-IUV-:(:: O e emen! o lnlurs empioymsnd by y oy an
amouni nol 1y ecret 315 098 as anmbaton oo aned an amaount egual 1o my Uen dues as e same are adtathahed oy
thie Loeal Unnnd 26Tharisfowdn i denuel sueh amansts fomomy puay cmanthiys aod e retind ggime 3o0ths Leeon
This assinnmert anl authonegabnn shalt he sesyocable noteaibisianedoug e cewgfdhan Ly o marmbaratp in 17

Llign ben ke penad al aae 1y wear from thg dale o pelivery hoeoal o you or angid the Sgreamagan oF I collectva
atressient whichewar aczurs sacnar, and 1 agrae that nobathstanding <oy resignabon oy aee gl mambetsiopon the Uraan,
i Hssxgnlr‘-ml angd suthonzatan shall e antamatcally iencwad, andg shall e serpvocaote lor Successeae pancds ot afie
(41 y2ar gach or o the penad ol sach swocgading applinanie colloctve agreoment betwoen the Company 2o the tesan,
wingneyer shall 2e shorfer, unless woetten nolice 12 givan by me o the Gompany and e Unien, aal mere than twaniy 3207
days and net less than len 10) days pom W the anpighon o gach pence of ano i1 yaarn, ano of or mach anplizdbos
sollechve agree nenl Labwesn the Company anet m Lmon whichavar cooars seennr .

Lhis authinrezaiicn s mades parsaant W be provisicns oF Sechion 3020 of he Labor Managemoent Aeliions Al
TH dned pthorase

W NESS S APPLICAKT 5
SIGNATURE _ SIGNATURE
GATE _ b

XV

55



XVI

ARTICLE XVI
OFF-SITE OPERATIONS

Section 1. Definition of Off-Site

“Off-site” will mean the performance of work by covered employees at places geographically located at such distances from the
Company's Grand Prairie, Texas, facilities that the distance requires an employee to obtain lodging other than at his established
residence. it will also contemplate the eventual return of such employees back to the Company’s Grand Prairie, Texas, operations.
"Off-site” will not include a new establishment set up by the Company or the relocated operations of a major
segment of the Company’s present organization (such as one of its divisions) regardless of where the new establishment or the
relocated division may be geographically situated.

Section 2. Application of the Agreement

a. The Company and the Union recognize that these and other conditions on the Company's off-site operations do not
make it possible to apply all parts and sections of this Agreement to employees assigned to off-site locations.
Therefore, it is agreed that the International Union, United Automobile, Aerospace and Agricultural Implement
Workers of America. UAW, and its Local 848, will represent collective bargaining unit employees assigned to off-site
operations on;

(1 Wages (basic rate structure)
2) Discipline and discharge
{(3) Working conditions
b. However, the Company agrees to apply to covered employees assigned to its offsite operations all articles,
sections, and other parts of the Agreement between the Parties except the following:
Article Il — Recognition
Article IV - Representation, Duties and Responsibilities
Article V - Grievance, Arbitration and Discharge Procedures
Article VI - Work Hours, Overtime and Premium Payments
Sections 1.c. 1.f,and 7
Article VII — Seniority
Sections 1, 2, 3, and 14
Article IX — Job Classificattons, Families and Laber Grades
Article X -~ Hours Not Worked, Incomplete Days Worked
Sections 4 and 6
Article XVII- Subcontracting and Major Maintenance or Facilities Construction Work
Sections 1,3, 5and 7
Article XIX — General Provisions
c. When covered employees are promoted at an off-site location, Section 5 of Article VII will be applied in light of

off-site conditions and requirements. but cnly to employees assigned to the specific off-site location where the promotion
is made and at the time it is made.

d. No labor grade inequities will exist among covered employees who are perferming equal work at an off-site
location. All such employees will be assigned to the labor grade commensurate with the work being performed.

Section 3. Rules of Cognizant Agency

Off-site locations are normally under the cognizance of a military or a government civilian agency charged with an interest in the
development or modification of a Company product at its locations. Because of this, employees assigned to such off-site locations
are subject to rules and regulations of the agency having cognizance over the location and frequently must work at times and
places and under conditions the cognizant agency dictates or controls.

Section 4. Lists Required

Lists of those employees going off-site and those returning from off-site locations will be given to the Chairperson of the plant
grievance committee.

Section 5. Grievance Procedure

a. An employee at an off-site operation who feels that he has a complaint involving one (1) of the three (3}
categories given in Article XVI. Section 2.a, with respect to an application or interpretation of the Agreement,
excluding the articles and sections listed in Article XVI, Section 2.b. or with respect to the provisions of this article,
will write a letter of complaint lo the Chairman of the Plant Grievance Committee. The Chairman of the plant
Grievance Committee will investigate the complaint, and if he believes the complaint has meril, he will introduce the
complaint as a written grievance at the third step of the grievance procedure.

b. Disputes concerning the interpretation and application of the provisions of the articles and sections of the
Agreement made applicable to off-site locations by Article XVI, Section 2, and of the provisions of this article will be
subject to impartial arbitration. Recognizing that the normal procedures cannot practically be applied to off-site
facilities, investigation time on such cases will be limited to normal in-plant investigation. The Company agrees to release
witnesses called by the arbitrator or the Union only if they are not assigned to off-site operations, and investigations
by the arbitrator will be limited so as to exclude off-site facilities.
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XVI
Section 5. Grievance Procedure (continued)

c. Notwithstanding any of Article XVI, Section 5, the Chairman of the Plant Grievance Committee may discuss any
complaint received in writing from an off-site employee with the Director of Labor Relations or his designated
representative.

Section 6. Application of Checkoff

Employees in the collective bargaining unit who are on the checkoff list when transferred to an off-site operation, or who
subsequently authorize deductions, will have their deductions continued while at an off-site operation of the Company, subject
to the conditions of the checkoff authorization signed by the empioyee.

Section 7. Policies and Practices

The Company agrees to continue, if allowed by the cognizant contractor, its past policies and practices with respect to wage rates
and other expense reimbursernents allowed employees assigned to an off-site operation.

Section 8. Assignment to Off-Site Locations

Vought Aircraft Industries, Inc. and the International Union, United Automobile, Aerospace and Agricultural Implement Workers

of America. UAW and its Local Union 848 hereby agree that employees in the collective bargaining unit may be assigned to off-

site operations as required and in accordance with past practice followed by the Company and UAW Local 848, subject, however,
to the following:

a. If a covered employee is assigned to an off-site operation and a layoff is called within thirty (30} days of the
effective date of the off-site assignment, and the employee would have been affected if he had not been off-site, the
employee is subject to the layofl procedure. After exhausting all rights as set forth under Article VI, the
employee will be laid off and placed on the recall list as of that date.

b. If a covered employee is assigned to an off-site operation, and a layoff is called after thirty (30) days of the
effective date of the off-site assignment, and the employee would have been affected if he had not been off-site. the
Company will return the employee within sixty (60) days for the purpose of layoff. After @xhausting all rights as set forth
under Article VII, the employee will be laid off and placed on the recall list as of the date the assignment is completed.

C. If a covered employee assigned to an off-site operation is subsequently assigned to another operation and a
layoff is called within thirty (30) days of the reassignment and the employee would have been affected if he had not been
offsite, the employee is subject to the terms of Article XVI, Section 8.a.

d. If a covered employee assigned to an off-site operation has the seniority to hold, he may be assigned to other
off-site operations or returned to the plant as necessary.

e. This section will apply to all covered employees currently assigned to off-site operations and those who will be
assigned in the future.

f. Offsite assignments will be determined by the type of work to be performed. CBU personnel assigned off-site per

this article will be reclassified to job family 1030.
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ARTICLE XVII
SUBCONTRACTING AND MAJOR MAINTENANCE
OR FACILITIES CONSTRUCTION WORK

Section 1. Notice

a. The Company agrees. whenever reasonable and practicable. to use its maintenance employees to perform major
maintenance work and facilities construction work. Due consideration will be given to employees on the layoff list
in performing these tasks. The company may sub contract janitorial services only if there are nc Job Cede
5173-09 (Custodians) or 5174-010 (Janitors) of Job Family 5140 employees on layoff status.

b. Each month, the Director of Facilities/Maintenance or his designated representative will advise the Chairman of
the Plant Grievance Committee and the shop committeeman representing maintenance employees of the reasons and
desirability for subcentracting facilities construction and major maintenance werk. The Union representatives will
be advised by the Company of the time and place of such meeting. Both Parties agree that this arrangement does not
give the Union or any arbitrator the power to veto or modify the Company’s right to subcontract major maintenance and
facilities construction work, nor will it prohibit the Union's right to file and process a grievance, in accordance with
Article V of this Agreement.

c. The Company agrees, after it has subcontracted out major maintenance and facilities construction work. to advise the
Union of such action on a weekly basis.

Section 2. Use of Maintenance Employees

a. It was agreed during the 1962 contract negoliations that under the provisions of Article XVIl, Section 1, it will be
deemed reascnable and practicable to use maintenance employees in lieu of subcontracting maintenance and facilities
construction work when the following conditions exist:

(1} The particular skills involved for the complete operation are immediately available either on the active payroll
or on the layoff list

(2) The Company has the specialized equipment required or readily available to perform the operation

(3) No economies can be realized.

{4; The volume, excluding a reasonable amount of overtime or type of work does not preclude the

completion within the time limits required. Reasonable will be generally defined as sixteen (16) hours
overtime within a workweek. The overtime will be applicable in those instances where a contract could
be completed by bargaining unit employees without impacting the daily workload by utilizing a fifty six
{56) hour workweek and also in those instances where contractors are working on a shorl run contract
during hours which are defined as weekend overtime hours for a Maintenance employee. The application
of ltem 4 will involve only those classifications of Maintenance employees identified in sub-section {7)
below which could by application cover those jobs being performed by employees of contractors.

(5} The work being subcontracted is not in accordance with past practices of the Company.

(B) The use of maintenance employees is not contrary to the control requirements of the cognizant military or
government civilian agency

{7} If there are employees on layoff classified as utility operators, facilities construction craftsman, millwrights,

laborers, sheet metal mechanics, and/or machine repair mechanics, and the Company lets a contract
calling for more than forty-five (45) days of continuous work of the above crafts, the Company agrees to recall
the same number of employees in each craft as used by the contractor and retain them until the job is
completed. Employee(s) refusing short term recalls per this article will be bypassed for said recall,

however their contractual recall period as specified in Article VIl Section 11. d. will remain in tact. The more than

forty-five (45) days of work is applied only to the single contract.
Section 3. Attachment to Article XVII

a. The parties agree that our mission is to operate as a maintenance Self Directed Work Team, dedicated to high
efficiency, cost effectiveness, and quality. focusing on servicing and communicating with customers and suppliers with
the goal of capturing all "desired” construction projects.

ARTICLE XVIll
QUALIFICATIONS ENFORCEMENT AND WAIVER

Section 1. Specific Performance

a. Either Party will be entitled to require specific performance of the provisions of this Agreement.

b. Each of the Parties warrants that it is under no disability of any kind that will prevent it from completely carrying out and
performing each and all of the provisicns of this Agreement, and further that it will not take any action of any kind that
will prevent or impede it in the complete performance of each and every provision hersof.

Section 2. Waiver

The waiver of any breach of any of the provisions or terms of this Agreement by either Party does not constitute a precedent for
any future waiver or enforcement of such breach.
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XIX

ARTICLE XIX
GENERAL PROVISIONS

Section 1. Non-Bargaining Unit Employees Working

Non-bargafning unit employees wifl not perform collective bargaining unit work except in emergencies or in the instruction of employees.
If it is established through the grievance procedure that such employees performed collective bargaining unit work, the employees who
would normally perform the work in question will be paid the appropriate hours for the amount of time the non-bargaining unit employees
worked, but in no event wil it be less than one (1) hour. In situations where the displacement occurred on a premium day, one (1) hour
of premium pay will be paid in addition to premium pay for all actual time worked by the non-bargaining unit employee.

Section 2. Environmental, Safety and Health in the Work Place

a. The union and the Company recognize the value of maintaining high standards of environmental. safety and health
compliance. Both parties are committed to working together to create an environment, which promotes processes,
business activities and behaviors that will lead to an incident/accident free work place. The parties agree that they wili
work together towards establishing proactive, customer driven ES&H compliance standards to support these mutual
objectives.

(1

(2)
(3)

(4)

The Company will abide by and maintain a work place environment in accordance with federal, state, and local
laws and regulations and wili conduct all business operations and activities in a manner that is
protective of human health and the environment.

Each Employee will abide by and comply with company environmental. safety and health rules,
regulations. and orders. which are applicable to his/her own actions and conduct on the job.
The Union and the Company will work in partnership to foster a culture that encourages open
communication and mutual trust between the parlies related to environmental. safety and health matters. In
addition. both parties agree to work together to continuously improve environmental, safety and
heath performance and compliance.

The company will furnish proper safety and sanitary devices/equipment for all employees working in
potentially hazardous environments. Employees shall be required to use such devices/equipment when the
company determines that they are necessary.

b. Site Safety Council(s)

{1)

(2)

{3)

(4)
(5)
(6)

The Union and Company are committed to a safe and healthful work place and recognize that both parties
must jointly share responsibilities and accountabilities in encouraging the involvement of all employees in
the ES&H process. Therefore, a Site Safety Council will exist to address ES&H issues to meet the
parties’ mutual objectives

The committee shall be comprised of members of the ES&H department, affected company management,
Union representatives. The committee shall address injury/iliness trends, compliance activities and target
specific areas for ES&H performance improvements. A formal program and process will be developed and
implemented that will ensure a consistent approach to the ES&H's programs. services and performance.
Union Committeepersons and/or Shop Stewards observing conditions that in their opinion constitute a
hazardous condition, an issue of non-compliance and/or a employee report of either situation will address the
issue with appropriate and affected supervision/management. If no agreement or resolution is reached, the
Uricn representatives may request the involvement of the Union's Vought Safety Council member or his
designee and the ES&H department.

Union safety representatives will be permitted to accompany ES&H professional staff during inspections
and/or scheduled audits.

No Union safety representative assigned to the Site Safety Council(s) shall suffer any loss of employee
rights or benefits, including opportunities for promotion, as a result of serving on the Site Safety Council(s).
The Union's appointed Site Safety Council representative{s) shall be afforded the opportunity to
attend ES&H professional development training (not less than 40 hours per individual per calendar year),
where the training has been mutually agreed upon in advance by both the union and ES&H Department
Manager.

C. Union Representation to the Site Safety Council(s)

(1}

(2)

(3)

The Union may appoint and designate a Union representative that will represent the Union on ES&H matters
on the Site Safety Council(s) and any appropriate subcommittee(s). The Union safety representative
shall work in a cooperative partnership with the ES&H organization to idenlify and address ES&H issues,
employee concerns, and compliance program objectives.

Union safety representatives will be afforded all appropriate rights and privileges that would normally be
provided to any ES&H staff professional to include bul not be necessarily limited to: free access of First
Report of Incident investigations, MSDS’s, ES&H metrics, inspections reports, monitoring and sampling
data, etc.

Union safety representatives will be the central focal point in various joint ES&H meetings and will
represent the Union at ES&H regulatory agency site reviews, inspections and/or visits that require Union
participation. including any walk-around inspections, employee interviews, and complaint type
investigations and follow-ups by a regulatory agency.
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XIX

Section 2. Environmental, Safety and Health in the Work Place (continued)

(4) The Union may appoint one (1) existing shop committeeman to the Vought Safety Council
{Corporate-wide council). Said representative may attend both Jefferson Street and Marshall
Street Site Safety Council meetings.

Hazard and/or Non-Compliance Reporting

{1) Every employee has the right, responsibility and obligation to report any hazard that they believe may cause
a serious injury, iliness or fatality. In addition, every employee has the right and the responsibility to report any
Environmental, Safety, Health and Medical rules infractions and/or conditions of non-compliance with
regulatory standards.

(2) The employee should report any ES&H issues through hisfher area immediate supervision. if the
employee is not salisfied that the issue is receiving appropriate attention by area management to resolve,
then the employee has the right to elevate the concern to their respective Union representative(s).

Right of Refusal or “Stop Work”

(1) No employee will be discharged for refusing to perform work on the job if their refusal is based on the
claim that the job involves a dangerous condition that would unduly endanger his health or cause a
serious injury, andlfor a wilful viclation of an environmental, safety and health law.

(2} in cases where the empioyee believes that a dangerous condition exists andfor where a willful intent to
violate an environmental, safety and health law is about to occur, the employee should inform their
immediate supervisor.

(3) Work will not continue, until affected management, the Union Chairperson(s) and an Environmental, Safety
and Health professional makes the final determination concerning the safely of the individual and
the work to be performed. In areas where a final consensus is not reached, ES&H department under
guidance from legal counsel will make the final determination.

{4} If the employee is not satisfied with the final determination the employee may dispute the decision through
the standard grievance procedures set forth in this agreement. The employee wili not be discharged for
refusing to work on the particular job invelved during the time the grievance is being processed. Time lost by
the employee while such determinations are being made. will not be paid for by the company.

Employee Negligence and Unsafe Acts

(1) The Union and Company agree that providing a safe and healthful work place for all employees and
maintaining high standards of environmental. safety and health compliance is a top business priority. The
objective of both parties shall be to aggressively promote and enforce ES&H rules.

(2) The Union and Company agree that willful negligence and/or failure by an employee to obey Company
ES&H rules and use of safety devices or equipment provided by the Company for employee protection is
just cause for disciplinary action. However, if the employee believes that disciplinary action is unjust,
he/she has the right of appeal as provided for in the grievance procedure.

Section 3. Union Bulletin Boards

The Company will furnish bulletin boards in conspicuous places to be used solely for the posting of Union notices. rules. regula-
tions and such other notices as may be mutually agreed upon. Before posting, all notices must be approved by the Director of
Labor Relations or his designee. The Union will notify the Company in writing of the name of the Union representative who is
authorized to sign such notices. Notices will be posted by the Chairman of the Plant Grievance Committee as provided under Ar-
ticle IV, Section 8.b{12).

Section 4. Nondiscrimination

a.

60

There will be no intimidation, coercion or discrimination in any way by the Company or its agents or by the Union, its
representatives or members against any employee because he is or is not a member of the Union. There will be no
solicitation of employees for Union membership or dues conducted upon the premises of the Company
during working hours by the Union, its representatives or by employees.

There will be no discrimination, coercion or intimidation by the Company or its agents or by the Union, its
representatives or members against any employee because of race. creed, color, religion, sex, age, national
origin, handicapped condition, including disabled veterans or Vietnam era veterans, or any other reason. Sexual
harassment is an insidious form of sex discrimination and it is prohibited. Sexual harassment is defined as
unsolicited and unwelcome sexual overtures or conduct, verbal or physical, that threaten the employment
relationship, which includes conditions of employment and personnel decisions, or creates a hostile, intimidating or
offensive work environment.
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XIX

Section 5. Physical Restrictions

a.

{1 An employee in Section 900 or returning from layoff who reports to the plant Medicat Department with the
intent of returning to work and is unable to meet the physical requirements of the job assigned, will be
offered an opportunity to speak with Union representation prior to being sent home. Should the
empioyee choose not to have Union representation, he will sign a letter to that effect and the Chairman will
receive a copy of said refusal of representation.

(23 An employee returning from Section 900, who cannot perform his job because of physical restrictions, wilt
displace a less senior employee on another job of equal or lower labor grade within his job family that he can
perform with his physical restrictions. If the physically restricted employee goes to a lower labor grade as a
result of a permanent physical restriction, he will not retain rights to the higher labor grade. The Company will
have seven {7) workdays to place the restricted employee. Those employees who are placed in an
out-of-plant layoff status as a result of being displaced, as stated above, will be taid off immediately and
the Company will not be required to give notice to the Union as set forth in Article VII.

If an employee who is physically disabled as a result of sustaining injury either at work or outside of work cannot
be placed under Article XIX, Section 5.3, he will be given such other suitable employment as may then be
available.
When a dispute arises between the Company and the Union as to whether suitable work is available that such
employee can perform consislent with the employee’s physical restrictions, the Union shall have the right, upon the
request of the Chairman of the Plant Grievience Comrittee, to request a meeting with Labor Relations, applicable
management, and a medical services representative to address the dispute. Upon such request, a meeting shall
be promptly scheduled. When a dispute arises as a result of the Company's authorized physician’s diagnosis that an
employee is not capable of returning to work. the Company and the Union agree to refer the employee to a
specialist in the field for which the medical dispute exists for a functional capacity evaluation. The Company and
the Union will examine the particular job to be performed to determine the physical requirements. These findings will
be jointly furnished to the medical specialist to determine if the employee can perform the physical requirements of
the job. The medical specialist will make whatever physical examination necessary. and the decision will be final
and binding upon the employee, the Union and the Company. The medical specialist will have no power to add to,
or subtract from, or modify in any way any of the terms of this agreement. The medical speciafist shall be chosen
from a Texas Workers Compensation Commission (TWCC) list of certified doctors, exclusive of any Company
authorized physicians.

The Parties recognize that modifications to the Colleclive Bargaining Agreement or existing practices may be

required to fulfill the obligations required by the Americans with Disabilities Act (ADA). If such modifications or changes

in practices are needed, the Parties will jointly implement such modifications or changes necessary to comply with
the ADA.

Section 8. Absence for Union Business

Union members will be given permission to be absent from or to leave the plant on bona fide Union business upon
request of the President of the local Union, providing that:

a.
b.

Twenty-four {24) hours' advance notice has been given to the Director of Labor Relations or his desighee
The total number for which permission is requested to be absent from the plant on any one (1) day will not exceed
twenty-five (25) and not more than two (2) of these are from any one (1) steward's district, except in those
instances where an employee is elected as an official delegate to an International UAW convention, or to a
function sponsored by or under the auspices of the UAW. Such time spent by employees out of the plant will not be
paid for by the Company.

Section 7. Security Provisions

Nothing contained in this Agreement will in any way limit the right of the Company to discharge any employee in order to comply
with its obligations to the government under any security agreement, under any security provisions of its government
contracts, or under any law, regulation or direction of the government. The Company will notify the Union prior to or
immediately following such a discharge and, if permitted, will disclose to the Union the reason or basis for its action.
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XIX

Section 8. Vought Aircraft Industries, Inc. Education Reimbursement Plan

The parties agree to adopt the Vought Education Reimbursement Work Instruction V.W.I. 1.8.011 for the purpose of
encouraging the development of all employees. The following table outlines key elements of the plan {not inclusive).

Tution and Required Fees 100%% accredited state schoole
30% accredited private schiools

includes all courses in approved program - Farm
Fragrarm Apgrceal submitted prior to start of class.

These programs are not part of the Educabon

Executive Development Prodrams Faimbursement Plan

Campaany- related busiess. Must meet test of

Job Related/Feascnatlhs Cppartunity reasonable opportunity

Certificate Programs v - job or company related
Courses Mot a Fart of an Approved Prooram st ke ok spadcific

Gensral Educ.ation Coursas (Toward a Degree Tes

srades IIndergraduats - "C"in gach Course

izraduate - "E" average

Graduate - "D or "Fal" are not remburssd

Enrdliment Limitations 2 courees per ferm recammendad
Tendbocks i o $60 per course
isourse Feguired Softwars 0% b § 200 maximum per course

Section 9. Security and Access

a. Since the Company has mandated security obligations in its contracts with certain other companies andior
government agencies pertaining to security access, nothing contained in this Agreement is intended to place the
Company in viclation of said security agreements. Therefore, the Company is not required to employ. ¢ontinue in its
employment, assign to or give access to any employee not approved for access by the aforementioned other
Company or government agency.

b. Where it is practical and reasonable, the Company will follow the principle of seniority in determining employees to be
submitted for access clearances by the appropriate other Company and/or government agency. It is recognized that
other non-secured, non-accessed programs must operate efficiently, and where possible aveoid disruption. Therefore,
it may not be practical and reascnable to submit candidates by seniority. The Company's intent will be to follow the
principle of seniority. However, should this not be practical and reasonable, the Company will discuss the matter with
the appropriate committeeman(s) and the Chairman of the Plant Grievance Committee. The Company will have no
liability should it be determined that a more senior employee(s) has to be laid off while retaining a less senior
employee(s) because of security requirements imposed by other companies and/or government agencies.

c. Promotional opportunities within an access area will be filled in accordance with the contract provisions of Article VII,
Section 5, Promotions. Access clearance will not be a considered factor in identification of an individual for promotion.
An employee's promotion and assignment to work a job requiring security access depends upon such employee
chosen for the promotion submitting access paperwork and cbtaining the necessary security access from the
cognizant agency in a timely manner.

d. In a job classification requiring the assignment of a small number of employees to work full time in a security
access program, the Company will request bidding employees to submit themselves for the necessary clearance in
seniority order, beginning with the most senior first and so on. An employee's promotion and assignment to work a job
requiring security access depends upon such employee submitting access paperwork and obtaining the necessary
security access from the cognizant agency in a timely manner.

Section 10. Masculine — Feminine References

In canstruing and interpreting the fanguage of this Agreement, reference to the masculine. such as "he”, *him”, and *his", shall
include reference to the feminine.

Section 11. Tobacco Free Facilities

Effective July 1, 2008, the use of tobacco products will be prohibited on Company property. This “Tobacco-Free"
environment will prehibit smoking or tobacco use on the premises, including parking lots, walkways and Company and
employee vehicles.

From November 1, 2007 though June 30, 2008, the Company will offer a Company-paid smoking cessation program(s}
for all bargaining unit employees covered by this Agreement. The program will be available for spouses at a discounted
rate,

62

r

Fy rY

'y

¥

yry v

Ty

Tw
v

L

"y



XX

ARTICLE XX
DURATION
Section 1.
a. This Agreement will be in force and effect through 11:59 p.m., October 3, 2010 and for additional periods of one (1)

year thereafter unless either Party gives written notice of its intent to terminate the Agreement or modify any portion of
any of the terms thereof by registered mail to the other Party not less than sixty (60) nor more than
seventy (70) days prior to October 3, 2010 or prior to the end of any yearly period subsequent thereto.
In the event either Party gives notice to the other of its intent to terminate or modify this Agreement as provided for in

Article XX, Section 1.a, this Agreement will not forthwith terminate on its anniversary date. bul will continue thereafter

in force and effect until either Party gives to the other final written notice of termination, which will be effective not
earlier than one hundred twenty (120) hours from the receipt of said notice by the addressee.

In the event notice of intent to terminate or modify this Agreement has been given by either or both Parties as
provided for in Article XX, Section 1.a, collective bargaining meetings will be held between the Plant Grievance
Committee, representatives of the international Union and the Company. beginning promptly after receipt of a
notice of intent to terminate or modify. The Parties will, after receipt of a notice of intent to terminate or modify,
promptly exchange contract proposals, provided that neither Party wili be precluded from submitting new or
additional proposals at any time prior to the execution of a new, extended or modified collective bargaining
agreement.

It is expressly understood that the notice of dispute to the Federal Mediation and Conciliation Service required by the

Labor Management Relations Act of 1947, as amended, will be due to it thirty (30) days prior to
October 3, 2010 or any subsequent October 3.

Section 2.

The Union and the Company, in consideration of the benefits, privileges and advantages provided in this Agreement, suspend
meetings in collective bargaining negotiations with each other during the life of this Agreement with respect to any further
demands, including pensions or insurance for employees or with respect to any questions of wages. hours or working
conditions, except as may be dealt with as a grievance under Article V.

Section 3.

Notices will be in writing and will be sent by registered mail addressed. if to the Union, to Local 848, International Union, United
Automobile, Aerospace and Agricultural implement Workers of America, UAW, 2218 E. Main. Grand Prairie, TX,
75050, and to the Subregional Office of the International Union, 1341 West Mockingbird. Suite 301W, Dallas, TX. 75247; and if
to the Company. to Vought Aircraft Industries. Inc., Vice President. Human Resources and Administration, 8314 W.
Jefferson Blivd., P. Q. Box 655807, Dallas, TX 75265-5907.
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———— I”gh t Vought Aircraft Industries, Inc.

N - . Post Office Box 655907
Aircraft Industries, Inc, Dallas, TX 752655907

Letter of Agreement 1
Local 848 President

The parties agree that, in the event that a bargaining unit employee is elected President of Local 848 of the UAW, such employee shall
be entitled to paid leave for the purpose of performing the functions of that office. Such pay will be the President's hourly base rate
of pay for forty (40) hours per week and will exclude any shift or premium pay. No overime or expenses will be paid by the company.

The President will remain an employee of the Company and will be eligible for all employee benefits provided to
employees in the bargaining unil. Any performance award payments paid to employees of the bargaining unit will also be paid to the
President. The President will make him/herself available, at reasonable times and upon reasonable notice,
for the meetings with appropriate company officials for the purpose of negotiations, management interface. and issues arising under
the terms of the agreement.

DN Nueew -

D. N. Nucci, Manager J. Splawn - President
Humean Resources, JSF Local Union 848 - UAW

D-9.0% CLd S e,

Date C. Stanley — Chairman
Plant Grievance Committee
Local Union 848 — UAW

Abtlielf elhon

W. Helms
International Representative - UAW
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Vought

Aircraft Industries, Inc.

2

Vought Aircraft Industries, Inc.
Post Office Box 655907
Dallas, TX 75265-5907

Letter of Agreement 2
Pro Rata Vacation - Terminations

This reaffirms the letter dated 7 June 1963 that states:
It is the understanding of the parties that the interpretation and application of paragraphs a. and b., Section 7, of Article IX. are

as follows:

1. I1X, 7a.
a.
b.
C.

2. IX,7b.
a.

An employee who is laid off or drafted into military service under the Selective Service Act, as amended, or
who retires under the Company's Retirement Income Plan, will be paid pro rata vacation provided:
(1 He has one (1) or more years of seniority on the date of his termination, and
(2) He has worked at least eighty percent {80%) of the regular scheduled working hours of the plan
from the last May 1, to the date of his termination.

Pro-rated vacation will be paid at the rate of one-twelfth (1/12) of the vacation pay for which the employee
was eligible on the May 1, immediately preceding the date of his termination. for each month and the major
fraction of the month (minimum of eighty-five (85) straight-time hours) in which he was terminated.

Examples:
{1 (a) Seniority: 2-1-62
(b} Laid Off: 2-1-63
(c) Vacation eligibility on 5-1-62 -0-
(d) Pro-rated vacation due on 2-1-63: -0-
(e) Recalled: 3-1-63
(f) Vacation eligibility on 5-1-63: 40 hrs
{2) (a) Seniority 2-1-62
{b) Laid Off; 2-1-63
{c) Vacation eligibility on 5-1-62: -0-
{d} Pro-rated vacation due on 2-1-63: -0~
(e} Recalled: 6-1-63
(f } Vacation eligibility upon recall: 40 hrs
(3) (a) Seniority 10-1-61
(b} Laid Off: 2-1-63
{c) Vacation eligibility on 5-1-62: 24 hrs.
{d) Pro-rated vacation due on 2-1-83: 9/12 of 24 hrs
(e} Recalled: 3-1-63
(f) Vacation on 5-1-63 40 hrs. less 9/12 of 24 hrs.
{4) (a) Seniority 2-1-51
{b) Laid Off: 2-1-63
{c) Vacation eligibility on 5-1-62: 80 hrs.
{d) Pro-rated vacation due on 2-1-63: 9/12 of 80 hrs.
{e) Recalled: 3-1-63

{f) Vacation on 5-1-63

120 hrs. less 9/12 of 80 hrs.

In each of the above examples, the eighty percent (80%) requirement has been mel.

An employee who on May 1 is not eligible for a full vacation because of fifty-three (53) or more days while in
Section 900 (an inactive status). and whose other absences while on the aclive payroli do not exceed twenty
percent (20%) of the scheduled working hours of the plant, will receive pro rata vacation for each period the

employee was on the payroll working, provided:

(1} He has worked eighty percent (80%) of the time of each period separately to be eligible for pro-rata
for that period.

(2) He will be eligible for one-twelfth (1/12) pre rata for the month the employee enters Section 900 only
if the employee works a minimum of eighty-five (85) hours and has qualified under the eighty
percent (80%}) rule for the perlinent work period.

(3} He will be eligible for one-twelfth {1/12} of his vacation for each month that he qualifies.

(4} Pro rata for that period prior to entering Section 900 will be based on the vacation for which the

employee was eligible on the previous May 1. Pro rata for the last period following return to
following May 1 will be based on the vacation for which the employee is eligible on the following

May 1.
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in each of the above six (6) examples the eighty percent (80%) requirement would have been met and total number of absences
while on the active payroll had not exceeded twenty percent (20%).

Examples:
N (a)
{b)
{c)
(d)
(e)
(2) (a)
(b}
(c)
(d)
(e)
(3) (a)
(b)
(c)
(d)
{e)
(4) {a)
(b)
{c)
(d)
{e)
(5) (a)
(b)
(c)
{d)
(e)
)

(6)

@

(9

(a)
(b)
(c)
(d)
(e)
()

(@
(M
(i)

(a)
(b)
(c)
(d)
(e)
(f)

Seniority:

Vacation eligibility on 5-1-62:

Into 900:;
Returns 900:

Vacation eligibility on 5-1-63:

Seniority:

Vacation eligibility on 5-1-62:

Into 900:
Returns 900:

Vacation eligibility on 5-1-63:

Seniority:

Vacation eligibility on 5-1-62:

Into 900;
Returns 900:

Vacation eligibility on 5-1-63:

Seniority:

Vacation eligibility on 5-1-62:

Into 900:
Returns 900:

Vacation eligibility on 5-1-63:

Seniority:

Vacation eligibility on 5-1-62:

Into 900:
Returns 900:
Into 900:
Returns 900;

Vacation eligibility on 5-1-63:

Seniority:

Vacation eligibility on 5-1-62:

Layoff:
Recall:

into 900:
Returns 900:
Layoff:
Recall:

Vacation eligibility on 5-1-63:

Seniority:

Vacation eligibility on 5-1-62:

Into 900:
Returns 900:
Absent (11-1-62 to 2-4-63}:

Vacation eligibility on 5-1-63:

2-1-61
40 hrs.
7-1-62
8-15-62
80 hrs.

2-1-61
40 hrs.
7-1-62
3-1-63
2/12 of 40 hrs; 2/12 of 80 hrs.

2-1-46

120 hrs.
6-19-62
3-13-63

3/12 of 120 hrs

2-1-51

80 hrs.

11-18-62

3-25-63

6/12 of 80 hrs; 1/12 of 120 hrs.

2-1-56

80 hrs.
7-17-62
8-1-62
12-10-62
2-18-63

8/12 of 80 hrs

2-1-56

80 hrs.
6-1-62
6-29-62
8-1-62
10-22-62
12-3-62
1-28-63

3/12 of 80 hrs

2-1-56

80 hrs.

10-1-62
10-15-62
Exceeds 52 days
-0-

P

In example (7) above, employee did not meet the eighty percent (80%) requiremsnt_) .
‘ :’L.
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Vought Aircraft Industries, Inc.

” YVought
Post Office Box 655907

Aircraft Industries, Inc. Dallas, TX 75265-5307

Letter of Agreement 4
Mantech

Job Famities 5080 (Millwrights} and 5090 (Machine Repair Mechanics) will be required to be included in the installation(s) of
machine tools developed by Manufacturing Technology.
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Post Office Box 655907

Dallas, TX 75265-5907

Letter of Agreement 5
Disability Benefits - Impartial Physician

In those cases in which the insurance company exercises its option to have its physician examine an employee, the insurance
company has the right for the examination to be conducted in Dallas, Texas. If the insurance company exercises the right
subsequent to 52 weeks following the individual's last day at work, the Parties agree that the Company will pay mileage at the
rate of $.400 per mile (both ways) as determined by Rand McNally from the individual's place of domicile to Dallas, Texas. No
mileage will be paid if the domicile is less than 100 miles (one way) from Dallas, Texas. If the place of domicile is 200 miles or
more (one way), the individual will be paid an additional $100 lodging allowance. The Company wil! increase the travel
allowance, if necessary, in accordance with the current applicable Company travel rate.

If, as a result of such examination, the employee is not receiving short term disability benefits or Extended Disability Benefits (EDB)
and a dispute exists as to the employee's entitlement to short-term disability benefits or EDB, it is agreed as follows:

1.

70

That a physician will be selected in accordance with the procedure for selection of Medical Arbitrators in Article V,
Secticn 8.p. of the Agreement between the Parties.

That the affected employee who is under the regular care and attendance of a physician will be referred to the
physician selected under paragraph 1. who will determine whether. if the case involves short-term disability
benefits, the employee is wholly and continuously disabled and prevented from engaging in his occupation or, if the
case involves EDB, whether the employee has a physical or mental condition which totally prevents him from
engaging in any gainful employment.

That in the case of short-term disability benefits, if the employee is to be wholly and continucusly disabled and
prevented from engaging in his occupation and is and has been otherwise under the regular care and attendance of a
physician, short-term disability benefits will be payable in accordance with the provisions of the disability
insurance plan under which the claim arose. including short-term disability benefits not paid because of the
adverse determination of the insurance company's physician; that in the case of EDB, if the employee is found to have
a physical or mental condition which totally prevents him from engaging in any gainful employment, EDB will be
payable in accordance with the provisions of the disability insurance plan under which the ctaim arose,
including EDB not paid because of the adverse determination of the insurance company's physiclan.

That the physician selected under paragraph 1. of this Letter of Agreement may request from an affected employee's
physician or the insurance company's physician such of the employee's medical records as he deems useful to his
determination.

That the decision of the physician selected under paragraph 1. of this Letter of Agreement will be final and binding on
the Parties.

That the charges of the physician selected under paragraph 1. of this Letter of Agreement will be borne equally by
the Parties.
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Provided. however, that this procedure will not be applicable and EDB will not be denied as a result of the insurance
company's physician's examination where the Social Security Administration considers the emiployee eligible for
Social Security Disability Insurance Benefits and the Company considers the employee to have a physical or mental
condition which totally prevents him from engaging in any gainful employment.
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i Vought Aircraft Industries, Inc.
Vou ht Post Office Box 655907
Dallas, TX 75265-5907
L

Aircraft Industries, Inc.

Letter of Agreement 6
Carveout Procedure for Disability Benefits

This letter amends the original letter dated 10 August 1970 and reaffirmed 23 June 1988 to incorporate the offset procedure for
Impairment Income Benefits if the employee has returned to work.

The Parties have agreed to a procedure for offsetting short-term disability benefits and Extended Disability Benefits (EDB) payable
under the disability income plan now in effect between the Parties.

This procedure will be referred to hereinafter as the "offset procedure™.

The disability income plan provides for certain leveis of benefits under the short term disability plan and EDB. This plan also pro-
vides for the inclusion of benefits payabie from such sources as Social Security, Workers’ Compensation, or similar government
benefits, and retirement benefits to maintain the appropriate level of benefits.

OFFSET PROCEDURES
Short Term Disability

The following sources of benefits will be “offset" from short term disability benefits:

1. Social Security Disability Insurance Benefits (SS-DIB)

The weekly equivalent of the Social Security Disability Insurance Benefit payments, to which an employee may be
entitled for the same period for which he is receiving short-term disability benefits will be deducted from short-term
disability benefits. For this reduction, the weekly equivalent of a monthly SS-DIB benefit will be considered equal to
the monthly SS-DIB amount divided by 4.333.

The offset procedure will be applicable only to the primary SS-DIB to which the employee is or may be entitled. No
reduction in short-term disability benefits will be made because of $3-DIB which may be paid or payable to entitled
dependents of the employee. However, if an employee's age is too great to allow him to apply for SS-DIB, any amount
payable from Old Age Social Security will be deducted. The reduction will cease when the Company has
received one SS-DIB denial.

2. Workers' Compensation
Short-term disability benefits will also be reduced by periodic Worker's Compensation benefits paid or payable to the

employee for any injury for the same period for which the employee is receiving short-term disability benefits. For
lump sum settlements, the reduction will be calculated using the method agreed to by the Panties in the retirement
plan. However, if the employee has returned to work and receives Impairment Income Benefits, either weekly or lump
sum, there will be ng offset from short-term disability benefits.

Extended Disability Benefits (EDB)

The following sources of benefits will be "offset” from EDB;

1. Social Security Disability Insurance Benefits (SS-DIB)

The weekly equivalent of the Social Security Disability Insurance Benefit payments, to which an employee may be
entitled for the same period for which he is receiving EDB will be deducted from EDB. For this reduction, the weekly
equivalent of a monthly SS-DIB benefit will be considered equal to the monthly SS-DIB amount divided by 4.333.

The offset procedure will be applicable only to the primary SS-DIB to which the employee is or may be entitled. No
reduction in EDB will be made because of $S-DIB which may be paid or payable to entitted dependents of the
employee. However, if an employee's age is too great to allow him to apply for S5-DIB, any amount payable from Old
Age Social Security will be deducted. No S3-DIB offset will be taken if two denials have been received by the Company.

72
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Workers' Compensation

EDB will also be reduced by periodic Worker's Compensation benefits_paid or payable to the employee for any injury
for the same period for which the employee is receiving EDB. For lump sum settlements, the reduction will be
calculated using the method agreed to by the Parties in the retirement plan. However, if the employee has returned to
work and receives impairment income Benefits, either weekly or lump sum, there will be no offset from EDB.

Disability Retirement Benefits
EDB will also be offset by any benefits paid or payable under the Company's disability retirement plan, unless such
benefits have been denied.

The offset procedure will be applicable to disabilities which commence on or after January 1, 1970.
There will be no integration of sick pay and short term disability benefits under the offset procedure.

The provisions, conditions and application of the disability income plan will be unaltered by this Letter of Agreement
except to the extent, if any, they must be modified to implement the offset procedure.

The Company will inform affected employees of the provisions of this Letter of Agreement in a timely manner as set
forth in this letter.

Itis agreed that the Company may make changes in the offset procedure (including the changes in the presumed
88-DIB amount} made applicable by changes in the law governing Social Secwity Disability Insurance Benefits.

Step 1. Letter $S-1
Letter $5-1 is sent to the employee during the eighth week of disability. Included with the letter is an "Authorization to
Secure Award or Denial Information”.

Letter 88-1 advises the employee to:

1. File a claim for SS-DIB, and
2. Sign and submit the authorization form 1o the local Social Security District Office.

A copy of the award or denial should be received by the Company (per Authorization Form) by the seventh month of
disability. If notice of a denial is received. no short-term disability reduction is made. If notice of an award is received,
reduction of short-term disability is made.” If no notice has been received. short-term disability benefits will be
reduced by the estimated SS-DIB amount.™

- Where an 55-DIB award is received, the reduction in short-term disability payments is made in the employee’s
short-term disability check for the first full week of the seventh full calendar month of disability.

Faor exampie: If the employee became disabled on January 15, the first reduction would be from the short-term
disability check for the first week of August.

However, since short-term disability reductions are effective with the sixth full calendar month of disability, an
additional amount is deducted until the SS-DIB amount for the sixth month, or retroactive to the effective date of the
award, has been held out.

- If the employee's SS-DIB claim has not yet been determined, or it appears an entitled employee has not filed
a claim or has not provided the required medical evidence. or if the employee has been totally or partially
disqualified for SS-DIB because of delayed filing, lack of treatment, or refusal withoul good cause to accept

vocational rehabilitation training, weekly short-term disability benefits are nonetheless reduced, as in the
example above (including the additional amount for the sixth month of disability), except the base weekly
reduction is on a presumed SS-DIB amount, subject to changes in the law governing Social Security
Disability Insurance Benefits.

The current amount of reduction for disabilities commencing on or after January 1, 2004, is $229 per week. The
additional amount deducted to recover the sixth month overpayment is $50.
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Step 2. L etter S5-2

Letter $S-2 is sent to the employee during the first full week of the seventh calendar month of disability.

It is written one of two ways. It tells the employee either:

1. The notice of an $S-DIB award was received and short-term disability will be reduced. or
2, That no notice was received and the presumed SS-DIB arnount will be deducted.

tep 3. (Where Step 2 is not applicable) Letter $3-3

If it appears to the Company that the employee is not entitled to SS-DIB benefits (but no determination has been
received) letter SS-3 is sent to the employee during the first week of the seventh month of disability.

Letter $8-3 informs the employee that no reduction in short-term disability benefits will be made presently.
However, the employee is advised to immediately file a claim for S5-DIB if not already done, because if no
determination of claim is received, short-term disability benefits will be reduced in accordance with the following
paragraph.

Where neither award nor denial (per Authorization form) nor "Certificate of Social Insurance Award or Denial” (Social
Security document) is received by the time unreduced short-term disability payments have been made for 39
weeks, the presumed reduction begins with the short-term disability check for the 40th week of disability.
However. since only 13 weeks of shor-term disability benefits are now available to recoup presumed $S-DIB
for 26 weeks (six months), the lotal presumed $S8-DIB is deducted during the last 13 weeks of short-term disability.

Step 4. Letter EDB-1

Letter EDB-1 is sent to the employee during the 39th week of disability. The letter advises the employee to make
application for EDB, and. if applicable. for disability retirement benefits and continuation of iife insurance.

Step 5.

Situations may arise where adjustments must be made from an employee’s disability benefits. Letters $5-4 and SS-5
are samples of letters to cover such situations.

Letter S5-4: To be sent after receipt of notification of $5-DIB award {overpayment or uncerpayment).

Letter $5-5: To be sent after receipt of notification of denial of SS-DIB or after the maximum benefit period.

This Letter of Agreement will remain in effect for the duration of the Collective Bargaining Agreement between the
Parties unless otherwise mutually agreed.
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. . Post Office Box 655907
Aircraft Industries, inc. Dallas, TX 75265-5907

Y ‘ , mllght Vought Aircraft Industries, Inc.

Letter of Agreement 7
Repair of Battery Powered Vehicles

This reaffirms the letter dated 20 August 1970 that states:

1.

The Parties below agree to abide by the following guidelines to prevent misunderstanding concerning the repairs of
Battery Powered Internal Transportation Vehicles used on Company premises and under the jurisdiction of the
Company at the Grand Prairie, Texas Plant.

{a) All mechanical (stationary and moveable) components will be the responsibility of the Vehicle Mechanics
Occupational Group 5100. Example: Frame, Carriage, Uprights, Hydraulic systems, Steering, Axles, Brakes,
Cooling systems, Wheels. Shocks, Seats, Lights, Horns, Batteries, Starters., Generators and other
Automotive type systems excluding systems set forth in subsection (b).

(b) All Battery Powered Electrical Systems which are electronic in nature on which demand knowledge of
electronics or electrical background will be the responsibility of the Maintenance Electricians Occupational
Group 0550. Example: Motors, Battery Chargers, Relays and Associated Electrical Control Circuits.

It is further agreed that all vehicles will be delivered to the Garage for checking pricr to assignment to the
electrical group for repairs.
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' . Post Office Bax 655907
Aircraft Industries, Inc, Dallas, TX 75265-5907

Letter of Agreement 8
Insurance Dependents After Retirement

This Letter of Agreement replaces the original letter dated 15 December 1972 and reaffirmed 23 June 1988.

The Company and the International Union, United Automobile, Aerospace and Agricultural Implement Workers of America, UAW,
and its Local Union 848, agree as follows:

1.

At the time an employee receives the retirement exit interview, a description of the current health care rules and
provisions regarding coverage for themselves, as well as their dependents, will be explained in detail. Employees will
be required to provide the Company with satisfactory evidence that the dependents listed to be covered with health
care after retirement meet the eligibility requirements on the date of retirement.

In the event that the retiring employee's spouse is an employee of the Company on the date of the retiring
employee's retirement, and is eligible for health care in his or her own right, the retiring employee may list that spouse
as a future eligible dependent. However, the spouse will retain active employee health care coverage so long as a
covered employee. in the event that spouse loses coverage in their own right at any time subsequent to the retiring
employee's retirement date, retiree health care coverage will be extended to that spouse.

Under no other circumstances will any dependents acquired subsequent to the retirement effective date be eligible for
health care coverage, regardless of the relationship to the retiree.
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. , Post Office Box 655907
Aircraft Industries, Inc. Dallas, TX 75265-5907

"‘ ‘ Va”ght Vought Aircraft Industries, Inc.

Letter of Agreement 9
Benefits Coordinator

During 1971 negotiations the Parties agreed in principle to a Company-paid Benefits Coordinator. This Supplemental Agreement
will define, in total. effective March 9, 1992, the rights and duties of each Party with respect to said Benefits Coordinator:
1. Pay
The Company-paid hours for the UAW Benefits Coordinator shall be reduced in conjunction with any
potential reduction in headcount as follows:

Number Represen ees Hours Paid
Below 1,500 30
Below 1,250 20

Subject te 3., below, the Company will pay the Benefits Coordinator at the maximum rate of labor grade 1 each week during which
he actively functions as Benefits Coordinator as set forth below up to but not exceeding forty (40) times the base hourly rate {in-
cluding COLA but excluding all other bonuses and premiums) he would otherwise receive under the terms of the Collective Bar-
gaining Agreement between the Parties.

2. Number
Under no condition will more than one individual serve as Benefits Coordinator at any given time.

3. Appointment

The Company and the Union will mutually agree on the person to serve as Benefits Coordinator. No person will be
recognized by the Company as Benefits Coordinator until such mutual agreement has been reached.

4, Buties

The Benefits Coordinator will serve employees and retirees in relation to collectively bargained benefit plans. The
specific duties will be assigned by the Company.

5. Authority

a. The Benefits Coordinator's authority will be limited to the investigation of individual employee's specific
inguiries received by the Benefits Coordinator. The Benefits Coordinator's investigation will not exceed that
which is necessary to adequately investigate a specific inquiry.

b. The Benefits Coordinator will have no other investigatory or other authority.

B. Work Location

The Benefits Coordinater will work twenty-four (24) hours per week in the Benefits Office and sixteen (16) hours per
week in the Union Hall. The times will be mutually agreed to between the Company and Union.

7. Access to Employees

The Benefits Coordinator will not contact an employee at work during the time the employee is scheduled to be
working unless so directed by the Company.
8. Seniority

The Benefits Coordinator will. as long as his appointment is in effect, have top seniority in his occupational group for
layoff purposes.
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Misconduct

The Company reserves the right to discipline the Benefits Coordinator for violation of this Agreement, with penalties to
be commensurate with penalties assessed for comparable offenses as defined under Company Rule in effect at the
time of the offense.

Any action taken by the Company in this regard may be challenged by Union grievance. If challenged, the Benefits
Coordinator will continue to serve at the Union's discretion, Union-paid. If the challenge to the Company's action is
resolved in the Union's favor, the Cormpany will continue to recognize and pay the Benefits Coordinator and will
reimburse the Union for the Benefits Coordinator's pay. not to exceed forty (40) hours per week in accordance with
paragraph 1.. above. If the Company's action is upheld, a new Benefits Coordinator will be appointed as provided in
paragraph 3., above,

Company Rules

Notwithstanding 9., above, the Benefits Coordinator will be subject to the same rules and regulations (and penalties
for violation thereof) as employees working under the temms of the Collective Bargaining Agreement between the Parties.

Duration

This Letter of Agreement will not survive the Collective Bargaining Agreement hetween the Parties and may be
terminated sooner by mutual consent.
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t A Vought Vought Aircraft Industries, Inc.

. . ' Post Office Box 655907
- Aircraft Industries, Inc. Dallas, TX 75265-5907

Letter of Agreement 10
Sr. Production Control Process Analyst

The Company and the International Union, United Automobile, Aerospace and Agricultural Implement Workers of America. UAW
and its Local Union 848 hereby agree to the definition of duties pertaining to the functions of the Sr. Production
Control Process Analyst and employees covered by the terms of this Agreement as follows:

1. Duties considered the work normally performed by employees covered under the terms of the Agreement and not to
be performed by Sr. Process Analyst are:
a. Assisting hourly employees in the loading and unloading of parts.
b. Giving instructions to hourly employees with regard to job assignment unless in an acting capacity as staled
in paragraph 2 below.
C. Assuming the duties of a Leadman during his absence.
d. Other duties normally within the scope and normally performed by hourly employees.
2. The Sr. Process Analyst will perform functions in a staff capacity relative to analyzing, pianning. coordinaling, and

executing Production Control processes as an extension of the Supervisor or manager and may assume duties of
same in an acting capacity in their absence. The Sr. Process Analyst functions being clarified herein will be
performed after the hourly Production Control employees and Leadman have performed their duties as set forth in
their respective job descriptions. The Sr. Process Analyst will assist the Supervisor or Manager in matters such as
determining priorities, recommending management action, or alternate manufacturing methods, and other similar
action necessary to meet schedules.
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Vought Aircraft Industries, Inc.

Pl , Post Office Box 655907
Aircraft Industries, Inc. Dallas, ITx 75265-5907

Letter of Agreement 11
Power House & Waste Treatment

The Company and the International Union, United Automobile, Aerospace and Agricultural Implement Workers of America, UAW
and its Local Union 848 agree as set forth below on questions pertaining to preventative maintenance, training, and overtime as-
signment and distribution, as it relates to the Power House operations and the Industrial Waste Treatment plant operations:

1. In regard to preventative maintenance, the Power House employees will perforrn it, and other skills in
Maintenance will be used to supplement the Power House as necessary. Preventative maintenance will be all
operations not considered general maintenance in other areas of the plant. Power House preventative
maintenance includes items addressed in the job code 5420 job description.

2. Training of Power House employees and those assigned to Industrial Waste Treatment will be as follows:
a. A review of an employee's progress in job code 5422 toward qualifying for the labor grade 1 job will be made
annually if the employee has not been upgraded by that time.
b. Those employees who become qualified in both processes will be promoted to grade 1 and in the case of
lead employee to grade L over 1.
3. Whenever an employee is absent on a regular scheduled shift and day, and it is necessary to cover the job by use of

an overtime assignment, the Company will first attempt to call in an employee(s). by low overtime distribution,
assigned to that shift who is scheduled off that day. Should the Company be unable to secure someone by call in, the
employee low on overtime distribution on the preceding shift will hold over four (4) hours and the employee low on
overtime distribution on the following shift will be called in four {4) hours early.

4. A lead employee will perform lead duties and, as necessary, may perform one other function (station) when
working on a straight-time basis. However, a lead employee will perform only lead employee duties and will not
displace another non-lead employee when the lead employee is working on an overtime basis.

5. The work schedule will be posted nine (9) days in advance.
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' / Va ”gh t Vought Aircraft Industries, Inc.

\ . Post Office Box 655907
Aircraft Industries, InC. Dallas, TX 75265-5907

Letter of Agreement 12
Concurrent Engineering Environment

The Parties agree to incorporate flat pattern tasks into concurrent engineering as outlined herein.

On programs where the Company is dictated and/or decides to implement concurrent engineering into the design process, the
use of automation will be utilized to the fullest potential possible. Direct download of electronic data base information for use by
the Fabrication organization is intended to be maximized.

Where automation overlaps bargaining unit tasks. the bargaining unit personnel will be transitioned into the design process to
utilize their skills to satisfy contractual agreements.

Bargaining unit personnel will be provided training and access to equipment as necessary to fulfill bargaining unit tasks in the con-

current engineering environment. Training may include functionality outside of bargaining tasks to best utilize
personnel efficiently in a concurrent engineering environment.
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. . Post Office Box 655907
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Letter of Agreement 13
Repeal of Section 14(b)

This reaffirms the letter dated 1 March 1978 that states:

The Parties agreed that in the event that Section 14(b) of the Labor Management Relations Act of 1947 is repealed, those
employees who are members of the Union at that time must retain their membership while they are covered by this
Agreement, and those employees hired subsequent to the repeal of the Section will be required, as a condition of employment,
to become a member of the Union within thirty (30} days after being placed on the payroll.

It was agreed further that those employees who on the effective date of the repeal of Section 14(b) were not members of the Union
will not be required to become a member as long as they have seniority under the terms of the Agreement.
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e : ya”ght Vought Aircraft Industries. Inc.
. A —

) \ A Post Office Box 655907
- Aircraft Industries, Inc. Dallas. TX 75265-5907

Letter of Agreement 14
Alternative Work Schedules (AWS)

Pursuant to Article VI, Section 4, the Company may establish alternative work schedules of 4 ten-hour shifts and 3
twelve-hour shifts. Such shifts will not exceed 25% of the total UAW represented employee population. This letter of agreement
outlines the provisions for the alternative work schedules referenced in Article VI, Section 4.

Schedules
. Monday — Thursday Schedule -10 hour work days
1st Shift — 7:00 a.m. to 5:30 p.m.
2nd Shift — 5:30 p.m. to 4:00 a.m.
. Friday — Sunday Scheduls — 12 hour work days

1st Shift — 7:00 a.m. to 7:00 p.m.
2nd Shift — 7:00 p.m. to 7:00 a.m.

Alternative work schedules may be utilized in areas in which capital investment in new equipment dictates the use of such sched-
ules for maximum efficiency. Examples of these areas include High Speed Gantries. Stringer Mills, Makino MAG 3, Makino AS9,
the Brotje. and such other opportunities as may be identified in the future. Prior to establishing an alternative work schedule in
any such areas, the Unicn will be given advance notice. Upen request of the Chairman of the Plant Grievance Committee. the
Company will meet and confer with the Union in good faith to demcnstrate the basis of the Company's belief that the establishment
of an alternative work schedule will support the capital investment in such new equipment.

Staffing
. Where management designates an area for an alternative work schedule, volunteers will be solicited from
the required job family through a "pre-bid" seif-nomination process. If there are more volunteers than
openings, final selection will be based on seniority within the designated job family.
. In the unlikely event that such requests results in an insufficient number of volunteers, employees will be
assigned on an involuntary basis, in reverse seniority order, to an alternative work schedule. Prior to
assigning employees on an involuntary basis, the Company will notify the Union and, upon request, meet
with the Union to confer in good faith the best means of meeting the staffing requirements.
. Once designated, agreed-to shift preference areas will include alternative schedules. For example, a more
senior employee assigned to 1st shift on Monday - Thursday schedule may bump a less senior employee on
1st shift of the Friday — Sunday schedule provided they are in the same shift preference area.

Premium Hours
Employees assigned to the Monday — Thursday schedule (40 scheduled hours) will be paid a premium of 5 additional hours of
straight time pay.

Employees assigned to the Friday — Sunday schedule (36 scheduled hours) will be paid a premium of 9 additional hours of
straight time pay.

The provisions of Article VI, Section 5 {Shift Differential) will apply to the second shifts of each special schedule.

Qvertime

For Monday - Thursday schedule, overtime will be paid at time and one half for hours worked in excess of the normal scheduled
10 hour shift and for hours worked on the Friday. Hours worked on Saturday and/or Sunday will be paid at double time.

Friday - Sunday schedule, overtime will be paid at time and one half for hours worked in excess of the normal scheduled 12 hour
shift and for hours worked on the Monday and Tuesday. Hours worked on Wednesday and Thursday will be paid at double time.
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Holiday Pay

Article X, Section 2. a.(1) & {2) will apply.

For Holidays that fall on a regular scheduled workday of a Monday — Thursday schedule, an employee assigned to a
Monday — Thursday schedule will receive 10 hours of holiday pay.

For Holidays that fall on a regular scheduled workday of a Friday — Sunday schedule, an employee assigned to a Friday — Sunday
schedule will recsive 12 hours holiday pay.

In the event a Company chserved holiday falls on an employee’s regularly scheduled day off, the employee will
receive 8 hours holiday pay.

Work performed on a holiday will be compensated at double time.

Lunches / Rest Periods
Employees assigned to a Monday — Thursday schedule will have one (1) 30-minute lunch and two (2} paid ten-minute breaks.

Employees assigned to a Friday - Sunday schedule will have one (1) 30-minute paid lunch and three (3) paid ten-minute breaks.

Vacation/Sick Hours

Monday — Thursday scheduled employees will be paid and charged 10 hours for a vacation day. Employees assigned to this
schedule who take vacation during the regularly scheduled workweek will receive 40 hours straight time pay plus an additional
5 premium hours at the employee’s current straight time rate.

Friday — Sunday scheduled employees will be paid and charged 12 hours for a vacation day. Employees assigned 1o this schedule
who take vacation during the regularly scheduled workweek will receive 36 hours siraight time pay plus an additional 9 premium
hours at the employee's current straight time rate.

For the purposes of earning vacation, per Article X, Section 7.a., cne week of vacation will constitute 40 hours of pay, etc.
Sick pay will be paid and charged hour for hour as utilized.

Pay Check Distribution

The company will make paychecks available for employees assigned to the Alternative Work Schedule (AWS) after 2:00 p.m. on
Thursday.

DN Nucew e

D. N. Nucci, Manager J. Splawh - President
Human Resources, JSF Local Union 848 - UAW

h-9.0% LA S L

Date C. Stanley — Chairman
Plant Grievance Committee
Local Union 848 - UAW

Al ol

W. Helms
Internationatl Representative - UAW
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Vought Vought Aircraft Industries, Inc.

Post Office Box 655907
- Aircraft Industries, | Dallas, TX 75265-5907

Letter of Agreement 15
Reduction of Districts

This reaffirms the |etter dated 1 March 1978.

The Parties agree that effective the date of this Letler of Agreement, the following guidelines will be used to reduce the number
of districts in the event reduction is warranted under Article IV, Section 1.a{2) of the Agreement:

A, Reduction of Districts
1. The district with the least number of employees being represented by an employee who is on the payroll in
accordance with Article VI, Section 13.b., will be the first reduced.
2. In the event there are more than one districts having an equal number of employees and being

represented by employees on the payroll in accordance with Article VI, Section 13.b.. the district with the
representative bDeing the farthest out of line of seniority will be reduced.

3. If there are no districts heing represented by employees on the payroll in accordance with Article VI,
Section 13.b., the district with the least number of employees will be reduced.

B. Increase in districts will be accomplished in accordance with Article IV, Section 1.a{1).

C. Reassignment of employees to a district because of a reduction will be accomplished by assigning them to the district
which has boundaries that border the greater amount of the district eliminated, unless otherwise agreed.

D. Elimination of a district will not be effective earlier than three {3) days following notification to the Union.

DN Nucer A

D. N. Nucci, Manager J. @plawn - President
Human Resources, JSF Local Union 848 - UAW

D-9.0% CRu S e

Date C. Stanley — Chairman
Plant Grievance Committee
Local Union 848 — UAW

Al Pl

W. Helms
International Representative - UAW
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Vou.ght Vought Aircraft Industries, Inc.

Post Office Box 655907
Aircraft Industries, | Dallas, TX 75265-5907

Letter of Agreement 16
401(k)

The parties recognize the value to employees of the 401(k} plan. This letter will document the parties’ intent to work
together to educate bargaining unit employees on the features and benefits of participation in the 401(k) plan. To that end, the
parties will jointly explore investment objectives and other imporiant elements to educate employees on the merits of
saving for future goals.

DN Nucev L

D. N. Nucci, Manager J. Splawn - President
Human Resources, JSF Local Union 848 - UAW

H9 0% oL

Date C. Stanley — Chairman
Plant Grievance Committee
Local Union 848 — UAW

Al

W. Helms
International Representative - UAW
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‘. ‘ Va”-ght Vought Aircraft Industries, Inc.

. . Post Office Box 655907
Aircraft Industries, Inc. Dallas. TX 75265-5907

Letter of Agreement 17
Care 90s Retiree Cost

This letter reaffirms the letter dated 28 March 1996

Retiree medical costs under Care 90s cannot be calculated based on actual experience since Care 90s is not currently offered
to retirees. The Parties recognize this fact and understand as well that it is not a sound insurance practice 1o set the health care
jnsurance premium rate using exclusively the experience of a group with substantially less than 1,000 covered
individuals. This Letter of Agreement is written to establish the beginning point for retiree insurance costs and outline the procedure
to be used for future cost calculations. In the year following the year in which the average lives covered by Care 90s reaches 1,000
retirees, insurance costs will be based on actual costs for the group and reasonable trend projections based on actual
experience.

Far calendar year 1993, the cost for a retiree will be assumed to he $300 per month and the cost for a family will be an additional
$300 per month.

The monthly cost for calendar year 1994 will be $300 increased by the percentage increase in the health care component of the
CPI-W plus two percentage peints.

The monthly cost for calendar year 1995 or |ater will be the lesser of:

(1) The prior year's monthly cost increased by the percentage increase in the health care compenent of the
CPL-W plus two percentage points or

(2} Actual experience for the latest available 12-month pericd, increased by the trend factor compounded from
the midpoint of the experience period to the midpoint of the following calendar year.

The percentage increase in the health care component of the CPI-W plus 2 percentage points will be used in place of the trend
factor until the covered group reaches 1,000 lives.

Effective January 1, 2008, the retiree medical plan for retirees not eligible for Medicare is as described for the plan years
beginning January 1, 2008 and January 1, 2009, the monthly cost for a retiree enrolled in the Essentials plan is
assumed to be $650. Beginning with the plan year commencing on January 1, 2010, the monthly cost for the Essentials
plan will be determined per (1) and (2) above.

For plan years 2008 and 2009, the cost of the Premium Plan will be $100.00 more per participant than the Essentials Plan.
Thereafter, the pre-65 Premium Plan has a contribution rate equal to the pre-65 Essentials plan contribution rate PLUS
100% of the excess in plan cost per participant, if any, over the pre-65 Essentials plan.

The calculations will be provided to the UAW for review during the month of November each year and will utilize the latest 12
manths' claim experience available when the calculation is made. The health care component of the CPI-W change will utilize
the same period of time, however, should the CPI-W data not be available, the |atest 12 months' available data will be used.

It is understood that claims data for all retirees and dependents covered under the Care 90s program will be used whether or not
such retirees are represented by the UAW.
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The numerator to be used when calcuiating the monthly cost will be the claims for ali Care 90s retirees and dependents
enrolled in the Essentials plan. The denominator to be used when calculating the monthly cost will include enrolled in the

Essentials plan each retiree as one unit and all dependents of a retiree as one unit.

The experience for retirees and families will be added together for cost calculation purposes and the amount of cost charged for
the retirees will be the same as the additional amount charged for the family.

The above method outlined to calculate Care 90s retiree cost will also be used to determine the cost for company contribution
maximum purposes. It is further agreed that the $7,800 company contribution maximum will be subject to collective bargaining
at the expiration of this 3-year Agreement for all affected retirees who retired from the bargaining unit. The company

contribution maximum was increased from $5,400 to $7,800 effective January 1, 2002,

DN Nucev

-

D. N. Nueci, Manager
Human Resources, JSF
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J. Splawn - President
Local Union 848 - UAW
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Vought Vought Aircraft Industries, Inc.

.. 3 Post Office Box 655907
=~ Aircraft Industries, | Dallas, TX 75265-5907

Letter of Agreement 17B

7 October 2002

Mr. Russell Strowd, Chairman
Plant Grievance Committee
Local Union 848-UAW

2218 E. Main Street

Grand Prairie, TX 75050

Dear Russell:

The purpose of the letter is to clarify the terms of Letter of Agreement No. 17 regarding the cost of retiree medical coverage for
bargaining unit employees.

The parties agree that, for the purposes of Article XlI. section 3.b., the cost of retiree medical coverage shall be calculated based
upon the per capita claims cost for the most recent twelve-month period projected to the mid-point of the contribution period
based on the lesser of:

(i} the percentage increase in the CPI-W plus two percentage points; or

(i) the best estimate of actual trend

The remaining provisions of Letter of Agreement No. 17, not inconsistent with the above, shall continue to apply.

If the forgoing is consistent with your understanding of our agreement, please indicate by your signature below.

Sincerely,

DS LJJZJ;,\,b

David ] Whitney
Director, Human Resourées/
and Administration

Read and agreed

D ball S0 Plahos e
ussell Strowd Make Hall

Chairman, UAW - Local 8438 [nternaiional Representative, £iaw
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Vought

-~ Aircraft Industries, Inc.

Vought Aircraft Industries, Inc.
Post Office Box 655907
Dallas, TX 75265-5907

Letter of Agreement 18
Job Families 5040, 5060, 5080, 7000, 7070, 7140
7280, 7380, 7441, 7442, 7491, 7501 and 7700

1. Active employees will retain all seniority (bump) rights provided for in Article VII, Section 1.¢.(1). Further, active
employees with 1.c.(1) rights to the job families addressed may exercise those right(s) at time of layoff without
regard to the seniority of employees currently on layoff.

2. In-plant seniority list will be common - no in-date seniority.

3. In the event of an indefinite layoff in the job families addressed, employee will be laid off in seniority order.

4, All provisions of Article VIl will apply with the exception of in-date seniority.

5. The combination of the job classification/job families in questions does not provide for employees currently on layoff

to be recalled upon initiation of this Agreement between the parties. Further. this Agreement will not
preclude any contractual right subsequent to an employee being recalled.

6. in the event of recall, active employees or employees out of plant will be recalled in seniority order to the
appropriate classification dictated by the workload.

DN Nucew

T

D. N. Nucci, Manager
Human Resources, JSF
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J. Splaivn - President
Local Union 848 - UAW
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. i Vought Aircraft Industries, Inc.
AR Vou ht ® Post Office Box 655907
L : Dallas, TX 75265-5907

Aircraft Industries, Inc.

Letter of Agreement 19
Return to Work

An employee returning from Section 900 must report back to work through the Company's Medical Department. The
Medical Department will review the release from the employee's attending physician and will determine what restrictions. if any,
the employee has. If there are restrictions placed on the employee. Medical will contact the employee's immediate supervisor or
designated operations management to determine if the employee can be accepted with the restrictions.

When an employee is unable to perform the essential functions of his job classification due to temporary medical restrictions, the
employee may be assigned to other tasks outside his job family within the restrictions of the employee’s functional capacity
record for up to ninety (90) calendar days in a calendar year. In job families affected by layoff, a limit of sixty (60) calendar days
per calendar year will apply and the employees placed will not exceed the number of employees on layoff in the job family. In de-
termining other available jobs the parties shall first examine work within the employees job family. then jobs within job families
for which the employee has established bump rights under Article VII, section 1.¢.(1){(a) and then any other assignments the em-
ployee is capable of performing. The Company will make every effort to place the employee on his respective shift. Should it be
necessary to move an employee between shifts. the move will be reviewed every ten (10) days for alternale
placement or to place a less senior employee on restrictions in that position. The functions assigned will not be limited to duties
covered by the Collective Bargaining Agreement. Temporary medical assignments will not establish Article VII, section 1.c.{1){a}
rights. Employees performing such temporary medical assignments are not eligible for overtime.

The Union will be provided a weekly list (by Name, Clock Number, Unit, Shift, and duties assigned) of employees assigned to
such temporary medical assignments. Any concerns of placement will be immediately addressed upon request of the Chairman
of the Plant Grievance Committee. If, in the opinion of the Chairman of the Plant Grievance Committee, a single Job Family (af-
fected by layoff) has been disproportionately affected by placements, there will be a 30 day moratorium on additional placements
in that Job Family. During such moratorium, the parties will meet to attempt to resolve issue in question.

In the event a job is located that meets the employee’s medical restrictions and the returning employee refuses to accept the job,
the employee will be immediately removed from Section 900 and will be deemed as having voluntarily terminated his employ-
ment.

In the event a job cannot be found to accommodate the employee's restrictions. the employee will be retained in Section 900 until
he returns to work or eligible benefits are exhausted, whichever occurs first.

If while in Section 900, an employee engages in other employment, that employee will be immediately removed from
Section 900, and will be deemed as having voluntarily terminated his employment.

DN Nucew .

D. N. Nucci, Manager J. Splawn - President
Human Resources, JSF Local Union 848 - UAW
r
D-9:0% Cd St
Date C. Stanley — Chairman 3
Plant Grievance Committe

Local Union 848 — UAW

Abctbsl ol

W. Helms
International Representative - UAW
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Vought Aircraft Industries, Inc.
Post Office Box 655907
Dallas, TX 75265-5907

Letter of Agreement 20
Family and Medical Leave of Absence

The parties agree on the following terms and conditions under which a UAW-represented employee may request time off for
family leave without pay for a limited period. This Agreement is intended to comply with the Family and Medical Leave Act of 1993
(FMLA) and related regulations. In the event of conflict or inconsistency between any of the provisions of this Agreement or the
collective bargaining agreement made and entered into on March 2, 1992, FMLA shall govern. However, if this Agreement or the
collective bargaining agreement provide greater leave rights to UAW-represented employees than those rights provided by FMLA,
then this Agreement, or the collective bargaining agreement, as the case may be, shall govern.

1.0 DEFINITIONS

1.1

1.2

13

1.4

1.5

1.6

Eligibility — To be eligible for family leave, an employee must have been employed for a total of at least 12
months, and must have worked at least 1250 hours during the 12-month period immediately preceding the
commencement of the leave. For each regular or normal workday that an employee is in Section 800, on
vacation, or on personal/sick leave, such employee will be credited with eight hours solely for purposes of
determining eligibility for family leave. However, an otherwise eligible employee who is employed at a worksite
where less than 50 employees of the company are employed within 75 miles of that worksite is
ineligible for family leave, but such leave may be approved upon the mutual agreement of the company and
a committee comprised of (i) the president of UAW Local 848, (ii) the Benefits Coordinator, and (iii) the
committeeman for the applicable zone (or the committeeman designated by the union for such purpose).
Family Leave — A leave of absence which may be taken by eligible employees for up to 12 weeks during a
12-month period under the following circumstances:

. Upon the birth of the employee's child and/or to care for such child

. Upon the placement of a child with the employee for adoption or foster care

. When the employee is needed to care for employee's child (including stepchild), spouse, or parent
{including step-parent) who has a serious health condition

. When the employee is unable to perform the essential job functions because of a serious health
condition

Intermittent | eave {Sporadic) - Medically necessary family leave which is taken in separate blocks of time
due to a single iliness or injury, rather than for one continuous period of time, and may include leave periods
from an hour or more to several weeks.

EX: Employee takes 3 hours one week and 12 hours the next week.
Reduced L eave (Scheduled} — Medically necessary family leave that reduced an employee’s usual number

of working hours per workweek, or hours per work day.

EX: Employee leaves every Tuesday and Wednesday at 3:00 p.m.
Overtime - Time away from work without pay during intermittent or reduced leave will be considered as
“time worked" or "work performed” solely for purposes of calculating and paying overtime under the
collective bargaining agreement.
12 - Month Period — The period within which the 12 weeks of leave entitlement occurs as determined by
a "rolling” 12-month period measured backward from the date an employee uses any leave. Accordingly,
each time an employee takes an approved family leave, the remaining leave entitliement will be any balance
of the 12 weeks which has not been used during the immediately preceding 12 months.

2.0 GENERAL

2.1

2.2

2.3

92

Leave taken for the birth of a child and/or to care for such child, or for placement cf a child for adoption or
foster care, expires at the end of the 12- month period beginning on the date of the birth or placement of a child.
The company will require medical certification to support a request for leave due to the serious health
condition of the employee or the employee’s child, spouse or parent. In the case of foreseeable leave, an
employee who fails to provide certification within 15 days from the date leave is requested may be denied
the taking of leave until the required certification is provided. When the need for leave is not foreseeable, an

employee must provide certification within 20 days after the date of the company’s request or as soon as
reasconably possible under the particular facts and circumstances. If an employee fails to provide a medical
certification. the company will deny the employee's continuation of leave.

At its discretion, the company may require a second medical opinion at its own expense. If the first and
second opinions differ, the company, at its own expense, may require the binding opinion of a third health
care provider, approved jointly by the company and the union.
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27

2.8
2.9

2.10

2.12

2.13

20

If medically necessary due to a serious health condition of the employee or employee's spouse, child or
parent. leave may be taken intermittently or on a reduced leave schedule. However, the employee must
attempt to schedule the leave so as not to disrupt company operations. if intermittent leave or leave on a
reduced leave schedule is requested, the company will require medical certification. Where an employee takes
leave on an intermittent or reduced leave scheduie, only the amount of leave actually taken is counted toward
the 12 weeks of leave to which an employee is entitled.
Leave is unpaid, except that an employee’'s earned or accrued paid vacation or paid personal/sick leave
may at the employee’s option be substituted for all or part of any otherwise unpaid leave under this
Agreement.
Baged on information provided by the employee. the company may designate leave, whether paid or unpaid,
as family leave for purposes of this Agreement. The company’s designation will be made before the
leave starts, or before an extension of the leave is granted, unless the company does not have sufficient
information as to the employee's reason for taking the leave until after the leave commenced. If either the
company or the employee designates leave as family leave within the meaning of this Agreement after
the leave has begun. the entire or some porticn of the paid leave period may be retroactively counted as
family leave, to the extent that the leave period counted as family leave.
wWhen the need for leave is foreseeable, such as the birth or adoption of a child, or planned medical
treatment, the employse must provide at least 30 days prior notice before family leave is to begin. However,
if 30 days notice is not practical, then notice must be given as soon as practical. If an employee fails to give
30 days’ notice for foreseeable leave with no reascnable excuse for the delay. the company may deny the
taking of family leave until at least 30 days after the date the employee provides notice to the company.
When the need for family leave, or its approximate timing. is not foreseeable, an employee should give
notice o the company of the need for family leave as soon as practical under the facts and circumstances.
The company will require an employee on approved leave to report bimonthly to Medical Services on the
employee's status and intent to return to work.
Any employee who is granted an approved leave of absence under this procedure is entitled to continued
coverage under the company's health care plan, life insurance plan, and the health care account of the
Flexible Spending Account during the period of unpaid absence on the same basis as coverage would have
been provided if the employee had been continuously employed during the period of leave.
Wwith respect to any life insurance coverage which was continued during any period of unpaid leave, the
company may recover from the employee any premiwum payments made on the employee's behalf to
maintain coverage during such period, whether or not the employee returns from leave. With respect to any
health care coverage which was continued during any period of unpaid leave, if an employee fails to return to
work for a period of at least 30 calendar days after any approved leave has been exhausted or expires, the
company may recover from the employee the company's share of allowable “premiums’ as would be
calculated under COBRA, excluding the 2% fee for administrative costs. However, the company will not
recover such COBRA premiums if the employee’s failure to return to work for such 30-day period is due to:
2.11.1  The continuation. recurrence, or onset of a serious health condition of the employee or the
employee's immediate family member which would entitle the employee to leave under this
Agreement. The company will require medical certification of the employee's or the family
member's serious health condition. The employee is required to provide medical certification within
the 30-day period, then the company may recover the COBRA premiums during the peried of
unpaid leave.
2.11.2 Other circumstances beyond the employee’s control (as approved by the company).
Under the terms of the retirement plan, any period of approved leave will be treated as continuous service
(i.e., no break in service) for purposes of vesting, eligibility and benefit accrual.
At the conclusion of an approved leave, an employee’s right to return to work shall be governed by the
applicable terms of the collective bargaining agreement,

3.0 PROCEDURE

Responsibility

Employee

Medical Services

Employee

Action
3.1 Discuss need for family/medical leave with UAW Representative,
supervision and Medical Services.
3.2 Determine eligibility for leave. If eligible, give employee appropriate forms.
3.3 Complete appropriate application and have Medical Certification form

completed and signed by physician. if appropriate.

3.4 Submit completed forms to Medical Services.

NOTE: Forms should be submitted 30 days prior to the effective date
of the leave whenever possible. In an emergency situation,
notify immediate supervision as soon as possible.
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Medical Services

Leave Administration

Employee Services
Supervision

Medical Services

Leave Administration

Employee

3.5
36

3.7

38

3.9
3.10
an

312

3.13

3.14
3.15

DN Nucew

D. N. Nucci. Manager
Human Resources, JSF

h-9.0%

94

Date

Review forms for completeness.
Review adequacy of Medical Certification.

3.6.1 If it is questionable, sel up independent medical exam.

3.6.2  Receive report from independent medical examiner
Approve or deny leave
371 If leave is denied, notify employee and the union.

3.7.2 If approved enter data into Family Leave Module.

Prepare and sign Personnel Change Request (PCR) and distribute
copies as appropriate. (Note: PCR required only for continuous leave.)

Notify management of approved leave.

Enter PCR information into Human Resources System.

Verify remaining FMLA time with Leave Administration.

Monitor status of leave and empioyee's inlent to return to work.
For leave which is taken intermittently or on a reduced leave
schedule, and where three months have elapsed since start of leave
on such basis, request medical recertification at reasonable intervals.

If continuation of leave is denied or expires, inform employee, union and
supervisor. Notify employee of return to work effective date.

Foliow PCR process stated above to terminate leave status.

Return to work on effective date.

J.‘/Splawn - President
Local Union 848 - UAW

P
C. Stanley — Chairman s
Plant Grievance Commitlee

Local Union 848 — UAW

Al Pl

W. Helms
International Representative - UAW
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ya”ght Vought Aircraft Industries, Inc.

_ Post Office Box 655907
- Alrcraft Industries, | Dallas, TX 75265-5907

Letter of Agreement 21
Financial Secretary

The parties agree that, in the event that a bargaining unit employee is elecled Financial Secretary of Local 848 of the UAW, such
employee shall be entitled to paid leave for the purpose of performing the functions of that office. Such pay will be the Financial
Secretary's hourly base rale of pay for forty (40) hours per week and will exclude any shift or premium pay. No overtime or ex-
penses will be paid by the company.

The Financial Secretary will remain an employee of the Company and will be eligible for all employee benefits provided to em-
ployees in the bargaining unit. Any performance award payments paid to employees of the bargaining unit will also be paid to
the Financial Secretary. The Financial Secretary will make him/herself available, at reasonable times and upon
reasonable notice, for the meetings with appropriate company officials lo address any issues relating to the remittance of dues
or similar disputes arising under the terms of the agreement.

DN Nuecer -

D. N. Nucci, Manager J. Spléwn - President
Human Resources, JSF Local Union 848 - UAW

H9 0% Cd A e

Date C. Stanley — Chairman
Plant Grievance Committee
Local Union 848 — UAW

Wbt Pl

W. Helms
International Representative - UAW
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Vought Aircraft Industries, Inc.
Post Office Box 655907
Dallas, TX 75265-5907

Letter of Agreement 22
New Hire Orientation

This reaffirms the letter dated 2 March 1981 that states:

The Company agrees to make available a five (5) minute time segment at the end of its current new employee orientation
pragram for a self-contained UAW presentation. This presentation will be mutually agreed to by the Company and the Union.

DN Nucew \_:;Z”ﬁ

D. N. Nucci, Manager J. Splaﬁ)\}n - President
Human Resources, JSF Local Union 848 - UAW
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Date C. Stanley — Chairman \
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Local Union 848 — UAW
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Vought Aircraft Industries, Inc.

‘ = " Post Office Box 655907
TR g Dallas, TX 75265-5007
R - ETERS— -

Aircraft Industries, Inc.

Letter of Agreement 23
New Technology

The application of technological advancements is recognized by the Union and the Company as being essential to both the Com-
pany's growth and ability to compete and to the continued improvements of the standard of living of employees covered by the
parties’ Collective Bargaining Agreement.

The term "new technology™ will be defined as the instaliation of automated manufacturing machines, robots and
computer-aided manufacturing systems which cause the direct elimination of work which has been performed manually by an
hourly-represented employee. As a result, recognizing that future technological changes will occur and that such future changes
cannot be definitized at this time, the Company agrees:

1.

That with the introduction of "new technologies" it is important that advanced planning be made to anticipate
substantial changes that would eliminate or consolidate jobs, require new skills or substantial retraining.
Therefore, at the time such substantial technological changes which affect bargaining unil employees are defined,
discussions with the Union will be held. The discussions will be with the President, Chairman, and Zone
Committeeman for affected areas. Upon delermination that the impact of the change is "new technology" as
defined in this Agreement, the Parties may establish a joint sub-committee(s). hereinafter referred to as joint new
technology committee(s). The joint new technology committee(s} will be established by mutual agreement to study
specific issues, make recommendations, and complete actions as mutually directed by the Parties.

When it is mutually agreed by the Parties to establish a joint new technology committee(s). the Union will appoint up
to three (3) members and the Company wiil appoint up to three (3} members. The Commiltee(s}). may request a
maximum of two (2) additional tempoerary members if deemed necessary. |t is further agreed that appointees to the
joint new technology committee(s) will be individuals from the affected area(s) which are knowledgeable of the
operation(s) where the new technology will be implemented. The joint new technology committee(s) will be under
the oversight of the Plant Grievance Committee and the Director - Labor Relations.

When new hourly-rated jobs are instituted by the Company in accordance with Article IX, Section 1.b. of the
Collective Bargaining Agreement, as a result of such technological changes the Company will counsel affected
bargaining unit employees in their efforts to obtain addilional or update existing skills commensurate with the
technological change so they can be considered for placement in such new jobs.

While the Company does not anticipate vast reductions in the workforce due to new technology, if a reducticn will
result from the introduction of such new technology, the Company will make every reasonable effort to achieve such
reduction through normal attrition due to quits, deaths and retirements.

The Company considers this letler as its commitment to a significant effort by both Parties to ensure job security for
employees as technology advances.
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Letter of Agreement 24
Shift Preference Areas

For the purpose of shift preference, as defined by the Collective Bargaining Agreement, manager groups will be per agreed to
matrix.

In those areas requiring special access or clearances, the area in question will be treated as a separate and independent area
for shift preference. Furthermore, shift preference will not be recognized between facilities unless mutually agreed to by the
Parties.

When new programs are introduced, the Company and Union will discuss the organizational structure and how it may
develap in an attempt to resclve any questions involving shift preference areas.

This Agreement will expire at the expiration cf the Collective Bargaining Agreement.

DN Nueew A
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Letter of Agreement 25
Days Off- Power House

An employee may request a transfer to specified days off when the days in question are held by a less senior employee: same
plant location, within his job classification. The transfer will be made only if the employee initiating such request and the employee
being affected are qualified to perform the duties assigned.

The transfer will be made within thirty (30) days from date of request when employees are qualified to perform the work at the
respective stations.

An employee may exercise a bump to different days off after nine (9) months on the schedule to which he bumps.

The Company will familiarize employees in order not to circumvent this understanding.

DN Nucew gy -
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Letter of Agreement 26
Inclement Weather Shutdown

The Parties understand and agree to the necessity of shutting down plant operations due to inclement weather. The Parties, by
way of this Letter of Agreement, hereby resolve certain concerns involving plant shuldown due to inclement weather. This under-
standing is set forth below:

The Company closely monitors weather and road conditions during winter storms to determine whether plants are to be closed
or will remain open. An employee should call 1-877-617-6177 to receive information about changes in operations due to weather.

When a decision is made to close the plant, Communications will notify the following stations with an announcement for early
broadcast at least one hour in advance of shift start or as soon as possible:

RADIO STATIONS f FREQUENCY TV_STATIONS
AM
WBAP 820 KDFW — Channel 4 (Fox}
KRLD 1080 KXAS - Channel 5 (NBC)

WFAA — Channe! 8 (ABC)
KTVT — Channel 11 (CBS)
It is the responsibility of each employee to monitor and determine their work situation,

If the Company facilities are closed, employees may elect to take vacation, sick/personal pay. or a nonpaid excused
absence. If the facilities remain open, employees are expected to report to work.

N s
f : ‘/L_
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Letter of Agreement 27
Shop Supplies / Perishable Tools / Production Hardware

The parties recognize the opportunities to maximize efficiencies in the factory by automating the distribution of items
currently stored in shop supply / perishable tool cribs and hardware bins in production areas. The parties agree on the
following provisions:

Vendor owned and stocked vending machines

The parties agree that the company may utilize on-site vending machines owned and stocked by a 3rd party supplier(s). It is not
the intent of the Company to eliminate perishable tocl and shop supply cribs but rather to supptement, in a cost effective manner,
the distribution of shop supplies and perishable tools. The Company will notify the Union at least 10 working days prior to placing
a vending machine on the shop floor.

Vendor Stocked Distribution Areas — Production Hardware

The parties agree that locations within production facilities will be established for Vendors to deliver and pick up mobile Vendor
stocked production hardware bins. These bins will then be moved te and from production areas within the factory by UAW
represented production control employees.

The parties agree that the vendor will not establish an on-site facility within the Jefferson Street or Marshall Street facilities.
Furthermore, the parties agree that no employee will be laid off as a direct result of the implementation of the above

provisions. The Company may utilize the services outlined above only if there are no Job Family 7441 (Production
Control), 7442 (Material Handler), 7780 (Tool Crib Attendant), 7820 (Clerk Tocling) employees on out of plant layoff status.

DN Nuweer -

D. N. Nucci, Manager J. Splawn ~ President
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Letter of Agreement 28
Reemployed Retirees

This letter replaces the letter dated March 28, 1996.

With respect to the reemployment of bargaining unit retirees, the Parties recognize that under certain business conditions the
Company may have the necessity to rehire retirees. It is also understood that in no event will more than fifty (50) reemployed re-
tirees be in the bargaining unit at the same time.

The Parties agree that while an active employee, the reemployed retiree will be covered by active employse benefits. Upon re-
retirement, the employee will revert to the retiree health care plan provisions in effect on the date of the
employee's original retirement. Life insurance and lump sum death benefits wili be based on the benefits in effect at the time of
the new retirement plan.

The reemployed retiree will be required to make a selection from the two options listed below as to the status of their
retirement payments under the UAW Hourly Retirement Plan:

(1) The reemployed retiree may request that their monthly retirement payment be suspended, effective the first
of the month following their reemployment. At such time the reemployed retiree decides to retire, their
retirement calculation will be the cumulative total of their years of service used in their first retirement
calculation actuarially adjusted for the period of suspension, and their years of service acquired during their
current employment period calculated at the benefit rate in effect when the reemployment ceases. Retiree
medical coverage contingent on cambined age and years of service at future retirement. (age 62 and 10
years of service)

(2) The reemployed retiree may elect to continue receiving their monthly retirement paymentis. At such time the
reemployed retiree decides {o retire, their service acquired during their current employment period will be
calculated at the current rate in affect at that time.

DN Nucew s
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Post Office Box 655907
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Letter of Agreement 29
Major Maintenance Subcontract Meeting

Vought Aircraft Company and the International Union. United Automobile. Aerospace and Agricultural Implement Workers of
America, UAW and its Local Union 848 agree as set forth below on questions pertaining to the conduct of a regularly scheduled
meeting during which the parties will discuss the subcontracting/the potential subcontracting of major
maintenance or facilities construction work. Meetings will be held beginning at 2:30 p.m. on Wednesday, July 20, 1988. and
thereafter every other Wednesday at 2:30 p.m. unless requested otherwise by either party. The meeting will be held in a place
designated by Company Labor Relations and attended by the Chairman of the Plant Grievance Committee, the Committeemen
representing employees of the Maintenance units, a member of the Company’s Labor Relations Department. a representative of
the Company's Maintenance Department. and a representative of the Company's Facility Department. The meeting will be chaired
by Labor Relations.

At such bi-weekly meeting, Labor Relations and the other Company representatives will review the major maintenance or facllities
construction work subcontracts, if any, then in progress and review any potential future subcontracts of major maintenance or fa-
cilities construction work of which the Company has knowledge. Union representatives may ask questions or make comments
concerning such reviewed information, as well as make suggestions on how the Company might otherwise consider accomplish-
ment of the work.

These bi-weekly meetings will insure open communications between the Parties, provide the Union the opportunity to
express any concerns for Company consideration, and insure each parly understands the circumstances of any
subcontracting of major maintenance or facilities construction work.

D. N. Nucci, Manager J. Splaw'n - President
Human Resources, JSF Local Union 848 - UAW
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Date C. Stanley — Chairman \

Plant Grievance Committee
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Letter of Agreement 30
Skilled Trades Recognition Program

Following the contract negotiations, the Company and the Union herewith agree to discuss and determine the feasibility of a
skilled trades recognition program, and if appropriate, seek to negotiate a mutually acceptable program.
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Letter of Agreement 31
Substance Abuse Testing Program
Effective 2 October 2000

The Parties to this Agreement, UAW Local 848 and Vought Aircraft Industries, Inc. wish to cooperate in making our work place
a safe environment and our workforce a productive one for the benefit of all the Parties, our customers and cur community.

To that end the Company affirms that it will zealously administer and conduct its drug testing programs to ensure that:

. The dignity and privacy of those tested will be safeguarded to the maximum extent possible.
. The program may not be used for any purpose except the achievement of a drug-free workplace and workforce.
. It will cantinue to employ the rigorous controls, safety checks and quality control measures that are employed in

testing other segments of the workforce.

For its part, the Union (UAW Local 848) agrees to support the Substance Abuse Testing Program described herein. All
parties agree that their mutual interests will be best served in adopting this program to achieve the goal of a drug-free workplace
and workforce.

Section 1. Purpose
To define substance abuse testing practices to provide a drug-free workplace/workforce for all employees.
Section 2. Policy

It is the policy of the Cormpany to hirefemploy only individuals who do not use illegal drugs or other controlled substances in any
amaount or frequency, unless properly prescribed for them by their physician. The term "illegal drugs” means controlled substances
included in Schedules | through V as defined by Section 202 of the Controlled Substances Act (21 U.S.C. 812), the possession
of which are unlawful, and include amphetamines, barbiturates, benzodiazepines, cannabinoids, cocaine, methadone,
methaqualone, opiates, phencyclidine and propoxyphene. The Company will not arbitrarily change the current list of drugs being
tested. In the event the Company deems it appropriate to change the list of drugs being tested (Substance Abuse Panel-10), the
Company will consult with the Union at least thirty {30) days prior to any change. In the event the parties do not agree on the pro-
posed change, such change will not lake effect until the issue can be resolved by a mutually satisfactory third party. The term "il-
legal drugs” does not include controlled substances obtained and used pursuant to a valid prescription or as otherwise authorized
by law. Human Resources will administer the following "Substance Abuse Testing Program.” The Substance Abuse Testing
Program will apply to the following individuals

a) All UAW represented new hires, recalls, rehires, and reinstatements will be tested as part of the Company's
pre-employment review requirements. If the employee has not been absent from the payroll for thirty (30)
days or more, this provision will not apply.

b) All UAW represented employees will be subject to systematic random testing without notice and after a
positive test, accelerated testing under Section 4.c.

c) Al UAW represented employees will be tested for cause based upon a reasonable suspicion to believe that
such persons are under the influence of illegal drugs, after involvement in accidents or potentially dangerous
near-miss accidents which could be attributed to substance abuse or whose performance is impaired and
who exhibit behavior consistent with substance abuse.

105



31

Section 3. General Procedures

a)

c)

d)

e)

f)

g}

106

Urinalysis drug screen tests consist of an initial EnZzyme Multiplied Immunoassay Technique (EMIT) screen,
confirmed by Gas Chromatography/Mass Spectrametry (GC/MS). Such testing will be conducted by a U.S.
Department of Health and Human Services, Substance Abuse and Mental Health Services Administration (SAMHSA}

{formerly NIDA) certified laboratory. The screening parameters and cut-off levels for both test categories are published
by SAMHSA.

Individuals to be tested will complete and sign an Authorization and Release Form (Attachment 1). listing
prescribed and over-the-counter medications taken within the last thirty (30) days. Failure fo sign an Authorization and
Release Form or to provide a sample in accordance with the procedures set forth herein will be considered failure to
successfully complete the substance abuse test and will be reason for disciplinary action up to and
including discharge.

The collection of individual urine samples and the testing of same will be supervised by Company-desighated medical
personnel and collection/testing facilities in a manner consistent with the following standards:

1) Urine samples will be collected from individuals in such a manner as to ensure the integrity of the testing
process.

(2) Special containers will be provided for specimen collection.

(3} Suitable, sanitary and private facilities will be provided for the collection of urine specimens.

(4) Sample collection will be supervised, but not witnessed. An enclosed stall will be provided to ensure
privacy of the individual.

(5) The Vought Medical Department clinic manager or approved designee will immediately review all

situations where there is reasonable suspicion that an individual has submitted a suspicious or potentially
adulterated sample. When the Medical Department or its approved designee determines an original
sample to be suspicious, that sample shall immediately be set aside as unsuitable for testing and the
individual must submit another sample before leaving the collection site. Samples may be considered
suspicious or potentially substituted or adulterated if the urine temperature registers below 90° or above 100°
within four minutes, andfor the sample imparts a suspicious odor or abnormal appearance.

(6) Container will be sealed with tamper-evident tape in the presence of the individual tested.

(7) Specimens will be labeled and checked to ensure that the name on the label matches the name on the
Authorization & Release Form and the Chain of Custody Requisition Form.

(8) The label will be signed by the individual.

(9 The Chain of Custody Requisition Form and the Authorization and Release Form will be kept on file for
one {1) year from the date of tesling for a positive specimen and one (1) month from the date of testing for a
negative specimen.

(10) The iab will relay test results to the Medical Review Officer who will personally discuss iab tests reported
positive with the individual. if the Medical Review Officer determines the positive test is the result of legal
usage. the test will be reported as negative, Only resulls certified as positive by the Medical Review Officer
will apply in Section 4, below.

Test results will be handled as "Company Private” information and are not to be communicated ouiside the

Company, excepl as required by contract or law. Currently, these requirements are clearance reporting

requirements and court orders.

Individuals who test positive may request, within thirty {30) days of being notified of their results, a re-confirmation test

on the same biological specimen, to be conducted by a SAMHSA certified testing facility at the individual's

expense. Such re-confirmation testing only uses the GC/MS method, and only tests for the presence of the drug(s)
andfor drug metabolites in question. The presence of those drug({s} and/or drug metabolites at any
detectable level by GC/MS, without regard to the previous screening and confirmation test cutoff levels, is
considered a positive resull. In the unlikely event the test results are negative, the Company will reimburse the
employee for laboratory testing charges.

If there is a reasonable suspicion of a faulty specimen or if the laboratory report shows evidence of an

"abnormality” in the specimen, Vought Medical may request a retest. The Vought Medical Review Officer will

provide the employee with an explanation for the retest.

The following actions are considered major disciplinary offenses, and are equivaient to a positive test resuit for

purposes of determining subsequent disciplinary actions and processing in accordance with Section 4 below:

(1) repeated refusal to cooperate with the testing procedures, (2) laboratory documentation of substitution or

adulteration of a test sample: {3) failure to report for testing within a reasonable amount of time after being notified of

a random drug test.
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Section 4. Positive Test Results

a)

b)

c)

d)

€)

Positive test results are communicated to the employee in person by the Medical Review Officer and negative
results are communicated via perscnal and confidential memo.

if the Medical Review Officer is convinced the positive test results are the result of a one (1) time usage of a valid
prescription issued to a member of the employee's immediate family, the test results will be pended and the
employee will be subject to accelerated unannounced testing for the next ninety (90) day period.

Employees who test positive will be placed on unpaid suspension for five (5) working days and in addition, during the
five {5} day period, will be required to seek help from a company directed counseling and assistance program or a
company-approved drug treatment program prior to being allowed to return to work. The employee will be
required to read and sign a Retum-To-Work Conditions Form (Attachment 2).

The employee will be subjected to regular random drug tests as well as an accelerated schedule of unscheduled and

unannounced tests, for two (2) years following his or her return to work. For the purpose of calculating two {2} calendar
years, any period of time spent on layoff or on vacation will count towards the satisfaction of the two (2) year testing
period. Notwithstanding the foregoing, an employee will not be considered to be "subject to testing™ during any period

of time on layoff or in Section 900 in excess of thirty (30) consecutive days. Accordingly, the employee shall be subject
to an additional period of accelerated unannounced testing equal to any such period(s) spent in Section 900.The
two (2) year period does not constitute an employment contract or other guarantee of employment during such period.

The employee who tests positive again under d, above, will be discharged.

Section 5. Recalled Employees

a)

b)

c)

All laid off employees with recall rights who have been absent from the payrall for at least thirty (30) days and who are
offered employment in accordance with Section 2 of Article VIl of the Collective Bargaining Agreement, shall report to
the plant Medical Department for a drug test.

A laid off employee who tests positive within a two (2) year period from the date of a previous positive test will be
denied recall and lose all seniority.

A laid off employee who tests positive beyond the two (2) year period of a previous positive test or an employee who
tests positive who was not on accelerated drug screening at the time of layoff will be denied recall and
bypassed for a thirty {30) day period beginning onthe date the positive test results are communicated, during which time
the individual should seek help from a drug counseling or treatment program. Upon the expiration of the thirty (30) day
period, the individual shall again report to the plant Medical Department for a drug test. If the individual again tests
positive, he/she will be denied recall and lose all seniority. If the individuai tests negative. he/she will be returned to
work but subjected to regular random drug tests as well as an accelerated schedule of unscheduled and unannounced
tests for two (2) years following hisfher return to work.

Section 6. Testing For Cause

a)

b)

c)

When there is reasonable suspicion to believe an individual's behavior has been impaired by substance abuse or after
involvement in an accident which caused a bodily injury of mere than minor cut(s), contusion(s), or abrasion(s) or
property damage of twenty-five thousand dollars {$25.000) or more, the employee will be subject to the above testing
procedures.

Prior to the authorization of a “reasonable cause™ drug test, the Medical Department's professional judgment must
indicate a need for such test. The Site Manager of Human Resources and the Chairman of the Plant Grievance
Committee will discuss the issue before a drug test is to be administered on a "reasonable cause" basis, and if
concurrence is not obtained, the employee will give a sample, but it will not be submitted to the laboratory until the issue
is resolved through the grievance procedure.

Nothing in this policy will preclude the Company from taking action against the employee warranted by other policies,
precedures, rules of conduct, etc.
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Section 7. Testing Responsibility

a)

b}

c)

d)

e)

g)

h}

108

Medical informs supervision in a timely manner of employees selected for substance abuse testing.

The supervisor has the employee read the instruction letter and fill out an Authorization and Release Form
(Attachment 3). The employee is sent to Medical.

Medical has the employee sign the Authorization and Release Form and collects a sample as specified in the
General Procedures section.

The Company’'s Medical Review Officer receives test results, confirms test results, notifies employee(s). and
communicates positive test results to the Site Manager of Human Resources or designee.

If a test result is @ Medical Review Officer confirmed positive, Medical notifies the appropriate Labor
Relations Representative for action as outlined in Section 4.

Labor Relations notifies Security of positive results when the employee has a security clearance.

Labor Relations notifies the EAP Coordinator of applicable positive test results so that coordination with the
EAP provider can be established.

The Company Medical Director is authorized to release individual employee test results to Security when the
employee is being submitted for a security clearance.
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SUBSTANCE ABUSE SCREENING
AUTHORIZATION AND RELEASE FOR BARGAINING UNIT EMPOYEES

NAME SOGIAL SECURITY NUMBER EMPLOYEE NUMBER

| authorize to collect a urme sample at the request of
Vought Aircraft Industries, Inc. (hereafier referred to as the “Company”) for the purpese of laboratory analysis to detect
the presence of any ilegal drugs and/or controlled substances. | egree to the release of any results to the Company.
and | release and hokd harmless the Company, its directors, officers, stockhoiders and employees, and the Union, is
officers, representatives and agents for any internal use of this information relating to my empioyrment with the
Company, provided that nothing herein is inMended or shall operate 1o waive or limit my right under the contract
grievance and arbitration procedure, of otherwise under state or federal law. | understand that the results could effect
my eligibility for future employment or continued employment at the Company.

In order to assist in determining whether the presence of any drug or substance which may be found in the urine sample
can be accounted for in accordance with & valid prescription issued by a physician or is an over-the-counter drug, please
list any medications and prescriplions drugs (by medical or trade name, if known) and/or injections taken within the last
thirty days. For example:

Allergy medicine: asthma or wheezing medicine; cold, cough, sinus medicine; depression medicine, diat pills; heart
medicine; tranquilizers or nerve medicine; mood elevators; muscle relaxer; nausea, vomiting or diarrhea medicine; pain
medicine; seizure medicine; sleeping pills; stomach, colon or digestive medicine.

Ingert “NONE" d Appropriate

1 have read or was read this Authorization and Release Form and fully understand its content.

NAME DATE

Please take this form lo medical and leave this form, completed and signed, with the attendant in medical. Your
screening will not be valid unless accompanied by his form,
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¢ Vought

Alrcraft industries, Inc.

DALLAS SITE
RETURN-TO-WORK CONDITIONS
FOR BARGAINING UNIT EMPLOYEES

NAME:

{Print Full Name)
EMPLOYEE NO.: SOCIAL SECURITY NO.:

As a condition of employment, because 1 have tested positive for use of illegal drugs, and/or unauthorized
controlled substances, 1 understand that { am required and I agree to enter a Company-directed approved
rehabilitation program prior to being allowed 10 return to work.

1 agree that 1 will seek and receive counseling/treatment from a qualified provider approved by the Company and
wil{ continue to follow therr reccommendations. | understand that failure to comply with the treatmeni program
and any future use of illegal drugs or an unsutherized cantrolled substance within the next two years will result in
termination of my employment without recourse.

[ further understand that all expenses connected with my treatment of rehabilitation programs are subject to the
provisions of the Vought Aircraft Industrics benefit plan by which I am currently covercd, and that this may
necessitate out-of-pocket expenses on my parn.

I hereby authorize Value Options, administrator of the Employee Assistance Program (EAP), to contact and
exchange nformation regarding my progress with any treatment provider and the Company’s Customer Support
Representative and/or the EAP Representative.

Further, | understand that | will be subject to scheduled drug tests, as well as unscheduled and unannounced drug
tests, for two (2) years following my retumn to work. Nothing herein shall be construed as an employment
contract or guarantee of employment during the aforesaid iwo-year period.

For the purpose of calculating two (2) caiendar years, any period of time spent on layoff or on vacation will count
towards satisfaction of the two (2) year testing period. Notwithstanding the foregoing, 1 will not be considered to
be “subject to testing” during any period of time in Leave of Absence status in excess of thirty (30) consecutive
days. Accordingly, I shall be subject to an additional period of accelerated unannounced testing equal to any
such period(s) spent in Leave of Absence status.

I release and hold harmless Vought Aircraft Industrics, Inc., its directors, officers, stockholders and employees,
and the Union, its officers, representatives and agents for any jptemnal usc of this information relating to my
employment with Vought Aircraft; provided, that nothing herein is intended or shall operate to waive or limit my
rights under the contract grievance and arbitration procedure, or otherwise under state or federal law.

Employee Signature Date

Witness

Valoe Options 1-866-269-5800




’? Vought Aircraft Industries, Inc.
SR Vought Post Office Box 655907
" ! L L

. Dallas, TX 75265-5907
Aircraft Industiies, Inc.

Instruction Letter

I understand that | have been selected to report to the Plant Medical Department today
for Substance Abuse Testing Per the Provisions of the Collective Bargaining Agreement
and the following will apply:

+ | must report to Medical for testing at the time listed below.

+ | am not permitted to ieave the plant before reporting to Medical.

+ | may be required to complete and sign additional testing, authorization and release
forms while in Medical prior to testing.

* Once | have reported to Medical for testing | may not leave Medical before
completing the testing process and have been released by Medical to retum to my
regular duties

* Additionally, | understand the following Contractual Language appiies:

The following actions are considered major disciplinary offenses, and are equivalent
to a positive test resuit for purposes of determining subsequent disciplinary actions
and processing: (1) repeated refusal to cooperate with the testing procedures, (2)
laboratory documentation of substitution or adulteration of a test sample: (3) failure
to report for testing within a reasonable amount of time after being notified of a
random drug test.

Authorized and Release Form
(Attachment #3)

Name {Print)

t

Employee Number

| have read, or was read the instruction letter and this Authorization and release form
and fully understand its content.

| Authorize and Release (Supervisor)

to notify medical that | have been properly notified and that | have been instructed to

report to Medical with this form, not later than; am./pm.
on (Date)

Employee Signature Date:
Supervisor Signature Date:

Supervisor, Employee was Notified: Time am./pm.
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Letter of Agreement 33
Vacation for UAW Transfers

This letter reaffirms the letter dated 23 June 1988.
It was agreed during 1988 contract negotiations that transfers from the bargaining unit will not transfer vacation into the bargaining
unit in excess of the lesser of;

A Vacation payable and/or accrued on the date of the transfer to the bargaining unit.

B. Vacation that would have been payable or accrued had the employee not transferred from the bargaining
unit. Vacation taken will be used in the calcuiation.
XAMPLE A

Employee "A" transfers to the salaried payroll on July 1.
At the date of transfer, employee "A" had 20+ years of vacation service.

Employee "A" had 20 days of vacation to be taken before the subsequent Janvary 1, and had accrued 10 days of
pro-rata which would have been available for use after the subsequent January 1.

Employee "A" takes 10 days of vacation in the following September.

On October 1 (3 months after transfer to salary), Employee "A" transfers back into the bargaining unit.
Employee "A" transfers back into the bargaining unit 10 days of vacation to be taken before the following January 1, and 13 days
of pro-rata vacation. Ten of the pro-rata days were accrued as hourly before the transfer to salaried, and 3 of the days were

accrued as salaried. Employee "A" was allowed to transfer his full current and accrued vacation since
it was not more than he would have had by remaining in the bargaining unit.

EXAMPLE B

Employees transferring into the bargaining unit will have no vacation until earned under Article X, Section 7.

D. N. Nucci, Manager J. Splawn.
Human Resources, JSF Local Ueion 848 - UAW

hA0% Cd Ate

Date C. Stanley — Chairman \
Plant Grievance Committee
Local Union 848 — UAW

Abothl el

W. Helms
International Representative - UAW
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Letter of Agreement 34
Dependent Life Insurance

This letter replaces the original letter dated 15 February 1982 and reaffirmed 23 June 1888,

It was agreed by the Parties during the 1981 negotiations that provisions would be made for offering dependent life
insurance to employees covered by the Collective Bargaining Agreement. (Reference Article XX, Section 2.d).

Following is a description of the Dependent Group Life Insurance Program to be offered to eligible employees beginning

March 1. 1982,

1. Eligibility Date
An employee will become eligible for Dependent Group Life Insurance on March 1. 1982, provided that the
employee has at least one eligible dependent as defined in Section 3. below. If the employee does not then have such
a dependent, the employee will become eligible for Dependent Group Life Insurance on the first day of the calendar
month following the date a dependent is acquired.
The date that the employee becomes eligible for Dependent Group Life Insurance will be hereinafter referred to as
the employee's eligibility date.

2. Enrollment and Effective Dates
The employee's Dependent Group Life Insurance will become effective as set forth below:
a. If the employee enrolls on or before the eligibility date, insurance becomes effective on the eligibility date.
b. If the employee enrolis during the 30-day period following the eligibility date, insurance becomes effective
immediately.
C. If the employee enrolls subsequent to the 30th day following eligibility, the employee must furnish

evidence satisfactory to the insurance company of each dependent's good health. In such case.
insurance will become effective on the first day of the calendar month following the date the insurance
company approves the evidence, with respect to those persons whose evidence has been approved and
who are still eligible dependents, as defined in Section 3., below.

in any event, for insurance to become effective, the employee must be actively at work on the date
insurance would otherwise become effective. If the employee is not actively at work on such date. insurance
becomes effective on the dale the employee returns to active work, provided the employee is then still
eligible as set forth in Section 1 above.

3. Definitions of dependents are the same as the health care definitions, provided that employees' spouses who are
aiso employees of the Company may be covered by this Dependent Life Insurance until such time as the
insurance company elects not to provide the dependent coverage due to a conflict of state insurance laws.
Coverage will remain in effect until the conflict is explained to the employee in writing by the insurance company and
premiums are discontinued.

4. Amount of Insurance
The amount of Dependent Group Life Insurance applicable to each dependent is as follows:
Amount of Insurance
Spouse $20,000
Chid  $10,000
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Contributions

The employee will contribute the full cost of Dependent Group Life Insurance and contributions will be payable
monthly in advance. Coverage for this insurance is fully pooled and not eligible for dividends of any manner. The
required monthly contribution, regardless of the number of dependents on whose account the employee is
insured, is as set forth in the following schedule, which is subject to change. An employee who elects to
participate will complete a payroll deduction card autherizing weekly payroll deductions. When a participant is not
receiving weekly payments, it is the employee's responsibility to transmit the appropriate payment to Payroll. In the
event the participant fails to make the required payment as outlined in Section 7, the coverage will terminate and the
employee may reapply for coverage only by furnishing satisfactory evidence of good health as required in Section 2.

Schedule - Cost Per Dependent Unit Per Week (subject to change annually based on experience)

Qver 50% Below 50%
Enreliment Enrollment
$.48 No Plan

Payment of Benefits

If a dependent dies from any cause while the employee is insured for Dependent Group Life Insurance, the amount of
such insurance in force on account of the dependent will be paid in a lump sum to the employee (the employee is the
beneficiary for Dependent Group Life Insurance). The employee’s insurance certificate will set forth the procedure for
payment of insurance in case a dependent dies subsequent to the death of the employee. This insurance is term
insurance without cash, loan or paid-up values,

Cessation of Insurance

Dependent Group Life Insurance will automatically cease con the earliest of the following:

The date the employee ceases to have a dependent as defined in Sectian 3.. above.

The dale the employee ceases to be insured for Company life insurance,

If the employee fails to make a required contribution for Dependent Group Life Insurance when due.
The last day of the calendar month in which the employee attains age 70.

The date of discontinuance of the Dependent Group Life Insurance.

The date the dependent begins active duty in the armed forces of any state.

The date the dependent becomes insured as an employee on a regular full-time basis.

©~ooooTn

The Dependent Group Life Insurance on account of any dependent will automatically cease on the day immediately
preceding the date such person ceases to be a dependent as defined in Section 3., above.

Conversion privileges are the same as the employee group life provisions.

DN Nucev e

D. N. Nucci. Manager J. Splaym’- President
Human Resources, JSF Local Union 848 - UAW

n-9.0% CRu S\ e

Date C. Stanley — Chairman \
Plant Grievance Committee
Local Union 848 — UAW

ANhO o

W. Helms
International Representative - UAW
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Letter of Agreement 35
Dignity in the Work Place Coordinator

The Unicn will designate and secure Company agreement with an individual to serve as the Dignity in the Work Place
Coordinator. Once designated, the Dignity in the Work Place Coordinator will work with the Company on any identified sexual
harassment related issues within the bargaining unit, will have the autharity to request investigations by Human Resources, and
collective bargaining unit employees will be allowed access to the Dignity in the Work Place Coordinator on Company time. The
Dignity in the Work Place Coordinator will be allowed reasonable time at Company expense to perform in this capacity, however,
the Coordinator will not perform these activities in an overtime situation.

The following guidelines outline the working procedure between the UAW Dignity in the Work Place Coordinator and Human
Resources.

Sexual harassment allegations will be investigated by Human Resources. When Human Resources is advised of an
aliegation involving a UAW-represented employee, the UAW Dignity in the Work Place Coordinator will be contacted prior to any
investigation.

Human Resources and the Dignity in the Work Place Coordinator will exchange known information and will discuss the direction
of the planned investigation including who will be interviewed.

The UAW Dignity in the Work Place Coordinator will be involved in all interviews involving bargaining unit employees and inter-
views of non-bargaining unit employees where allegations have been made against bargaining unit employees.

It is not necessary for the Dignity in the Work Place Coordinator to be present in interviews with salaried employees where no
allegations have been made against bargaining unit employees; however, if there are bargaining unit withesses to be interviewed,
the Dignity in the Work Place Coordinator will be present during the witness interviews.

Once the investigation involving represented employees is complete, the total file will be discussed with the UAW Dignity in the
Work Place Coordinator prior to its disposition. Human Resources will not provide the Dignity in the Work Place
Coordinator with copies of slatements.

Upon request, the complete file will be discussed with the Chairman of the Plant Grievance Committee, and copies will be pro-
vided in a timely manner.

D. N. Nucci. Manager J. Splawti - President
Human Resources, JSF Local Union 848 - UAW

h-9.0% Cled S\l

Date C. Stanley — Chairman
Plant Grievance Committee
Local Union 848 — UAW

Aol P el

W. Helms
International Representative - UAW
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Letter of Agreement 36
Workforce Diversity

The Parties agree that to remain competitive in today's market place, it is critical to continue to maintain a workplace that
values. understands, respects and best utilizes the diversity of Vought employees. As our workforce continues to change, it is
the desire of both parties to recruit, employ, train, transfer, and advance people regardless of their race, color, religion, gender,
mental or physical disabilities, national origin, age, military status, or any other characteristics that makes us
different from one ancther.

Due to the priority both parties place on workforce diversity, a joint effort will be made to establish and coordinate a
Workforce Diversity Team. This team will meet six (6) times a year and will accomplish the following:

Review policies and practices, as well as recommend changes as appropriate, within the bargaining unit
environment, that may hinder the advancement or development of women, minorities. the disabled or people who
differ culturally; and

Develop ways that enable employees at all levels to appreciate and respect individual differences.

Provide recommendations to the company on methods of delivering education regarding “What is Diversity” and how
to best value and utilize it.

The team will be co-chaired by the UAW local President and a member of Human Resources. The team will consist of 10 mem-

bers; two co-chairs, one member of human resources, and seven UAW appointed representatives. The seven UAW
appointed representatives would serve as members of the team for a term of approximately 18 months.

DN Nueew \_;?;C

VY
D. N. Nucci, Manager J. Splawn - President
Human Resources, JSF Local Union 848 - UAW

h-9:0% CRA Do,
\

Date C. Stanley — Chairman
Plant Grievance Committee
Local Union 848 — UAW

AfBl Nl

W. Helms
116 International Representative - UAW
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"?'? ;. ; Vought Vought Aircraft Industries, Inc.

. . Post Office Box 655907
Aircraft Industries, Inc. Dallas. TX 75265-5907

Letter of Agreement 37
Smoking in the Workplace
(Effective 2 October 2000)

The Company and the Union are committed to maintaining a safe, healthful and comfortable place to work. Because of
increased concerns about the effects of secondary or side-stream tobacco smoke on employees’ health, the Parties agree to the
following provisions that will reduce employees’ exposure to smoke while balancing the rights of smokers and
nonsmokers.

Smoking will be permitted in open factory and shop areas where not specifically prohibited by this Agreement.

Smoking will be prohibited in the following areas:

. The Company and the Union have agreed to an equitable number of factory restrooms designated as smoking/
non-smoking. Signs will be maintained in each restroom accordingly.

. All Cafeterias

. Designated areas where smoking presents a hazard to personne! or property in the area (fire or safety hazard)

. Open factory, shop areas, and break rooms {areas) that have been designated no smoking by the majority of

employees in that area. The affected Committeeperson and Steward will be available to support the decision making
process. Any decision arrived at will be upheld for a minimum of one year.

. Enclosed or confined factory and shop areas including, but not limited to private offices, open office areas,
workstations and cubicles, conference rooms, meeting rooms, classrcoms. medical facilities. elevators and
stairways.

. Salaried areas designated no-smoking by Company directive

The success of this agreement depends upon the thoughtfulness. consideration, and cooperation of all employees. To support
smokers, who may wish to stop smoking, education and cessation programs will be offered on an cngoing basis. This Letter
of Agreement #37 will become null and void effective July 1, 2008, in accordance with the provisions of

Article XIX, Section 11.

DN Nucew -

D. N. Nucci, Manager J. Splawn - President
Human Resources, JSF Local Union 848 - UAW

9.0% CLd Ao,

Date C. Stanley — Chairman
Plant Grievance Committee
Local Union 848 — UAW

Afoctprl P el

W. Helms

International Representative - UAW 117
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Letter of Agreement 38
Post-Retirement Insurance Benefits

The post-retirement health and life insurance benefits provided to employees (and eligible dependents and surviving spouses)
(1} who were retired prior to the effective date of this Agreement under the terms of any prior collective bargaining agreements
with the UAW International Union and Local 848, or (2) who retire after the effective date of this Agreement and before
October 3, 2010 under the terms of this Agreement, will not be modified or terminated during the term of this Agreement, but will
continue to be provided beyond the term of this Agreement subject to the terms of successor collective bargaining
agreements. It is the intent to provige such benefits on a continuing basis, but we cannot predict the future and accordingly must
preserve the right to bargain any future necessary changes.

DN Nucew s

D. N. Nucci, Manager J. Splafvn - President

Human Resources, JSF Local Union 848 - UAW

6 oq ’ O% ; /-3 Z i! S
Date C. Stanley — Chairman ‘

Plant Grievance Committee
Local Union 848 — UAW

At o

W. Helms
International Representative - UAW
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Letter of Agreement
Nashville IAM Represented Employee Transferring to Dallas

Per recent Company announcements, plans are in place to facilitate the addition of
capital equipment, facility upgrades and the rearrangement of buildings that will be
located within the Dallas Jefferson St. and Marshali Drive Facilities. These capital
additions will help accommodate the relocation of work from the Nashville, Tennessee
site. This work will transition in phases over, but not limited to, a thirty six month period
as the Nashville site is closed.

In a mutually beneficial effort to attract and relocate as many experienced aerospace
workers currently employed at the Nashvifle Site to the Dallas Site, the parties have
reached the following agreement;

Employees electing to transfer to Dallas to perform work will be covered by the UAW
certification as designated in the National Labor Relations Board (NLRB) Certification No.
16R1744, dated July 19, 1946, the NLRB Certification of Representatives in Case No.
16RC2696 (Bargaining Unit Voting Group 1), dated April 12, 1960, those employees
designated in NLRB Certification No. 16RC3476, dated August29, 1963, and those
employees designated in the mutual Agreement between the Parties, dated December 8,
1861.

Job Placement

+ The Company will offer an hourly job in Dailas to ail hourly employees represented
by the international Association of Machinists (IAM) in Nashviile who elect to
transfer. The positions offered will be jobs outlined in the UAW agreed-to job family
appendices. _

» Nashville employees transferring will be offered, to the extent possible, a similar job
and classification corresponding to the closest equivalent job within the UAW job
family and classification structure,

« Nashville empioyees electing to relocate to Dallas will transfer at their current
Nashville hourly wage rate effective on their actual start to work date in Dallas and
subsequently progress per the provisions of the UAW coilective bargaining
agreement.

s Nashville employees will not be transferred until the current UAW recall lists of the
applicable job family is exhausted. Once ali laid off UAW employees with rights to
the target job family have a documented, active recal letter placed in the U.S. Mail
Service the recall list will be considered exhausted.

+ Alist, including name and job family placement, of the Nashville employees
electing to relocate will be provided to the Chairman of the Plant Grievance
Committee within a reasonable time period. Additions to the list subsequent to the
date the list is provided must be by mutual agreement.

Senlority

» The date the first hourly Nashville employee begins work within the Dallas facility

will be the in-date seniority date for all subsequent transferring employees

Nashville Letter of Agreement { of 3
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2007 Collective Bargaining Agreement

Nashville employees will remain in relative Nashvilie seniority order within the in-
date established, within their respective job families, regardiess of report to work
date.

Nashville transfers will have their total Company service time count toward vacation
accrual rates per Article X, section 7.

The Service Date, which will be the Original Company Seniority Date for Nashville
employees, will be the calculation and award date for vacation hours earned.
Nashville employees relocating to Dallas with availabie vacation hours on the
books will be allowed to transfer them one for one and be able to utilize them per
Article X, section 7.

Pension and Retiree Medical

After a five (5) year qualifying period from the date a Nashville employee actually
begins work at the Dallas facility, they will be eligible for the negotiated retiree
medical provisions per Article Xll, section 3., b.. Shouid a Nashville employee
voluntarily quit prior to the 5 year period, they will be covered under the plan in
place for Nashville heritage hourly employees. Should a Nashville transfer be
affected by layoff during the first year in Dallas, the five year limit will be waived.
Transfers, provided they are currentiy vested, will begin accruing pension benefits
per the provisions of Article Xiii of the UAW collective bargaining agreement
beginning the first day of work in Dallas. Employees transferring who are not vested
will have Nashville and Dallas service time count foward being vested. Once
vested, all Dallas service time will count toward the UAW pension benefit.
Transferred employees who are, or become, eligible for the early retirement
supplement outlined in Article Xill, Section 2, ¢. and qualify for a similar benefit
under a Nashville heritage plan will only be eligible for one supplement..

Miscellaneous

+ Nashville |AM employees on layoff, if interested, will be considered for open
positions aiong with outside new hires. In the event a laid off Nashville employee
is hired they will be offered a wage rate no lower than their Nashville recall rate.

« Existing Nashville Employees classified as Leads will not be transferred into
UAW Lead classifications.

s In the event an open job is posted per Articie VI, section 5 subsequent to the
establishment of the Nashville in-date but prior to a Nashville employee starting
to work in the posted job family, and an existing UAW employee is selected for
the position, the In-date seniority date for the UAW employee selected will be the
same as the established Nashville in-date. Once a Nashvilie Empiloyee transfers
into a UAW job family or a new hire from the street is hired into the applicable job
family all postings in that job family will be per Article VI, section 5.

+ In the event there are unclear job classification matches, (Plant Maintenance for
example) both parties will review the employee’s skills and experience for
placement into a UAW job classification.
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Memorandum of Agreement
Voluntary Political Contributions
(Revised November 26, 2007)

It is agreed between, Vought Aircraft Industries Inc. {Company) and the International Union, UAW and its Local 848
(Union) that the following understandings have been reached in connection with deductions for voluntary political con-
tributions from the monthly pension checks of the Company’s hourly retirees and eligible surviving spouses. The Com-
pany will assume the actual costs of general administration.

The Company also will continue to take deductions from the paychecks of active hourly employees in the same manner
as it has in the past.

1. A designated official of the Union will furnish to the Company for each hourly employee, retiree or surviving
spouse for whom a deduction is to be taken, an Authorization Card signed by the employee, retiree or
surviving spouse.

Cards that cannot be processed will be returned to the designated official of the Union for correction.

2. The Union will retain exclusive responsibility for soliciting employees’, retirees’ and surviving spouses’
participation, including compliance with the Federal Election Campaign Act.

3. With respect to retirees and surviving spouses, the Company will take such authorized deductions from
regular pension checks monthly and continuing monthly while such authoerization is in effect. absent any
conflicting legal requirements. In any case, deductions will be taken from any pension checks transmitted to
the retiree or surviving spouse through regular processing but will not be made from checks prepared
through special processing. Current processes for deducting from the pay of active employees will in all
respects be unchanged.

4, A deduction not taken in one month will not be carried forward to a subsequent month; the amount that can
be deducted from pension checks is limited by law. Deductions for V-CAP will be subordinate to all other
deductions permitted or authorized by law if total deductions exceed legal limitations.

5. Retirees, surviving spouses and employees who wish to cancel their authorizations for deductions will sign
a form supplied by the Union for that purpose. Refunds will be the responsibility of the Union.

6. Designated officials of the Union will collect and forward to the Company, all signed Authorization Cards and
Cancellation forms for the initial processing and once each month for subsequent additions, deletions and
changes.

7. The Company will remit said monthly deductions to:

UAW V-CAP
Bank One

Dept. #78232

Article 23 Voluntary Exchange

P.O. Box 78000

Detroit, Ml 48278-0232

*(with Region 5 on the memeo line of the check)

The Company further agrees to furnish UAW V-CAP and the UAW Local 848 Financial Secretary a list with the
names of those contributors from whom deductions have been made, and the amounts deducted for each
contributor. This information shall be furnished along with each remittance.

8. The Union will indemnify and hold harmless the Company from any and all liability or claims arising form any
claims or administrative errors resulting from the deductions provided for in this Agreement.

For the Company For the Usion

v (llec T

David Whitney, HR Drghtor James &plawn, President UAW Local 848

Ulvuele. Mma@*

Danielle Nucci, HR C‘tylcy, Chai m;’
o M

Wendell Helms, Int'l Rep. '
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Local 848
2218 East Main, Grand Prairie, Texas 75050
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Alrcraft industries, Inc.
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